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ABSTRACT 
The purpose of this study was to focus upon three participant 
groups in the school setting—principals, departmental chairpersons, and 
lead teachers—and to analyze how they perceived the leadership style of 
the school leader. 
The content and style of school leadership are crucial factors 
in determining the success or lack of success of the public school ex¬ 
perience. Levels of effectiveness will vary from situation to situation 
with changes in leadership styles and perceptions of subordinates. The 
ability to identify and deal with these situations has a great inpact on 
relative leadership success. Yet, even with diagnostic skills, a school 
leader still may not be effective unless there is an adoption of leader¬ 
ship styles to meet situational changes. 
This statistical study sought to analyze twelve leadership 
situations as outlined on two instruments of Hersey and Blanchard, The 
Lead-Self Instrument was used to help gain some insight into self¬ 
perception of leader behavior, The Lead-Other Instrument was used to 
measure subordinates' perception of leader behavior. Each situation was 
evaluated to determine effectiveness or ineffectiveness of leadership 
styles in reference to task-oriented—highly structured, and relationship- 
oriented—teamwork, mutual trust, and confidence, The population consisted 
of twenty-two high, school principals and their immediate subordinates— 
one hundred eighty-two departmental chairpersons. There were twenty-two 
1 
2 
elementary principals and their imnediate subordinates—twenty-two lead 
teachers. The return rate from all groups was one hundred percent. 
In order to analyze the data, the following statistical tools 
were used: (1) frequency distribution, (2) percentages, (3) mean, (4) 
standard deviation, (5) correlation of coefficient, and (6) chi-square. 
The level for measuring significance was .05. 
The analysis of effective and ineffective leadership styles 
according to Hersey/Blanchard mean range of +6 to -6, the total population 
rated themselves ac +10 and +10.1, respectively. Lead teachers rated 
elementary principals at +9.1 while departmental chairpersons rated secondary 
principals at +7.7. 
The total population perceptions of leadership styles in reference 
\ 
to the twelve situations were more toward relationship behavior than task 
behavior. However, secondary and elementary principals were more in the 
task behavior direction than their subordinates. Subordinates tended to 
perceive relationship behavior as the main solution to the twelve situations. 
In comparison with Hersey/Blanchard main solutions for the twelve 
situations, the total population agreed with these solutions at a 50.0 
percent rate. However, the total population felt that high task must be 
followed by high relationship and high relationship should be followed by 
low task. 
According to hypotheses' analysis, secondary and elementary 
principals rated themselves higher on effective leadership styles than the 
rating of their subordinates with a percentage difference of 21.8 percent. 
More elementary principals than high school principals were rated within 
the effective range of leadership with a percentage difference of 9.1% in 
3 
favor of elementary principals. Departmental chairpersons rated secondary 
principals' styles çf leadership more effective than the styles of ele¬ 
mentary principals with a percentage difference of 4.6 percent. There 
were significant relationships on all hypothesès in the study. 
The researcher recorrmended a more open-communication system for 
school administrators as a mean to increase subordinates' understanding 
and acceptance of task or relationship behavior for certain situations. 
A combination of both behaviors is also needed for certain situations, 
Along with more positive communication, there must be a delegation of 
responsibility by the school administrator in order to increase subordinates' 
involvement in problem-solving situations. Finally, administrators must 
continue to monitor and evaluate their effectiveness in terms of staff 
N 
perceptions. Self «revaluation must be realistic with input from those for 
•whom leadership is provided. 
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The task of identifying effective administrators and effective 
leadership is crucial to public education. Yet today, no general agree¬ 
ment exists as to what constitutes effective administrative styles. 
Today, the principalship is different and much more difficult than 
it was a decade ago. There is little resemblance between the duties, re¬ 
sponsibilities, and problems of principals of a few years ago, and those of 
today's administrators. Today, public schools experience virtually every 
pressure operating in the social order. The positive pressures of success 
and achievement, integration and equal educational opportunities, account¬ 
ability in spending and teaching, and involvement in the political process 
are at work in the public schools. The negative pressures of drugs and al¬ 
cohol, violence and extortion, the breakdown of discipline, and declining 
enrollment are also relentlessly at work on the public school campuses. 
These factors have combined to set up a situation in the school 
which requires that each individual school leader provide leadership which 
will help to offset the decline of quality education. 
This study is intended to focus upon three participant groups in 
the school setting—principals, departmental chairpersons, and lead teachers— 
and to analyze how they perceive the leadership style of the school leader. 
It would appear that such information could be used to help strengthen 
the administrators in our existing schools. 
1 
2 
Background and Nature of the Investigation 
There is agreement among researchers and practitioners that the 
principal sets the tone and climate for the kind of relationship that 
develops and that is maintained in the school setting. 
In recent years much has been written about the principalship and 
the tasks of the school leader. There appears to be one thread which runs 
through all of it, and that is the importance of human relations. What¬ 
ever the principal is purported to be, he is and must be a people-mover, 
and his greatest task is to create a climate in which people can work to¬ 
gether toward a common goal, that of educating children. 
H. C. Smith explains that "traditionally, leadership is conceived 
as a type of innate, mystical quality granted only to persons who possess 
certain traits or characteristics. Writers are quick to point out quali¬ 
ties that are essential for effective leadership without adequately 
establishing any particular pattern or trait that distinguishes the leader 
from the non-leader."'*' This traditional line of thought is a limited 
approach to a many sided problem. Such an approach considers leadership 
as a purely individual phenomenon without recognizing that acceptance from 
the group is a requisite for the attainment of leadership positions, and is 
indeed the source of all leader authority. This traditional concept of 
leadership appears more and more intenable. 
James Roucek, in Social Control, writes that "perhaps a sounder 
approach to the leadership dilemma is the concept that leadership is 
situâtionally determined. Authority is granted to an individual by a 
■*"H. C. Smith, Psychology of Industrial Behavior (New York: 
McGraw-Hill, 1955), p. 209. 
3 
group or an institution. Such an approach recognizes that leadership can 
2 
best be considered as a process arising out of a social situation," 
This concept is based upon the hypothesis that no cluster of 
traits or qualities will universally distinguish the leader from the non¬ 
leader, This concept recognizes the group as the basic determinant of 
the qualities directly related to effective leadership. 
For many years the most corrmon approach to the study of leader¬ 
ship concentrated on leadership traits per se, suggesting that there were 
certain characteristics, such as physical energy or friendliness, that 
were essential for effective leadership. These inherent personal quali- 
i 
ties, like intelligence, were felt to be transferable from one situation 
to another. Since all individuals did not have these qualities, only 
those who had them would be considered to be potential leaders. 
Consequently, this approach seemed to question the value of train¬ 
ing individuals to assume leadership positions. It implied that if we 
could discover how to identify and measure these leadership qualities, 
which are inborn in the individual, we should be able to screen leaders 
from non-leaders. Leadership training would then be helpful only to those 
with inherent leadership traits, 
A review of the research literature using this trait approach to 
leadership has revealed few significant or consistent findings, As Eugene 
Jennings concluded, "fifty years of study have failed to produce one per¬ 




J, S, Roucek, Social Control (New York: Van Norstand, 1947), 
p, 278, 
3 
Eugene E, Jennings, "The Anatomy of Leadership,” Management 
of Personnel Quarterly, (Autumn 1961); 51, 
4 
Rensis Likert states that "empirical studies suggest that leader¬ 
ship is a dynamic process, varying from situation to situation with changes 
in leaders, followers and situations. Current literature seems to support 
4 
this situational or leader behavior approach to leadership." 
The focus in the situation approach to leadership is an observed 
behavior, not on any hypothetical inborn or acquired ability or potential 
for leadership. The enphasis is on the behavior of leaders and their 
group members, followers, and various situations. With this emphasis 
upon behavior and environment, more encouragement is given to the possi¬ 
bility of training individuals in adapting styles of leader behavior to 
varying situations. Therefore, it is believed that most people can in¬ 
crease their effectiveness in leadership roles through education, train¬ 
ing, and development. From observation of the frequency, or infrequency, 
of certain leader behavior in numerous types of situations, theoretical 
models can be developed to help leaders make seme predictions about the 
most appropriate leader behavior for their present situation. 
Tie leadership studies initiated in 1945 by the Bureau of Business 
Research at Ohio State University attenpted to identify various dimensions 
of leader behavior. The staff, defining leadership as the behavior of an 
individual when directing the activities of a group toward goal attain¬ 
ment, eventually narrowed the description of leader behavior to two di¬ 
mensions; Initiating Structure and Consideration. Initiating Structure 
refers to the "leader's behavior in delineating the relationship between 
himself and members of the work group and in endeavoring to establish a 
well-defined pattern of organization, channels of communication, and 
4 
Rensis Likert, New Patterns of Management (New York; McGraw- 
Hill, 1961), p. 2. 
5 
methods of procedure." On the other hand, Consideration refers to "be¬ 
havior indicative of friendship, mutual trust, respect and warmth in 
5 
the relationship between the leader and the member of his staff." 
Peter F. Drucker points out that the "successful organization has 
one major attribute that sets it apart from unsuccessful organization— 
g 
dynamic and effective leadership." 
On all sides there is a continuous search for persons who have 
the necessary ability to enable them to lead effectively. Ibis shortage 
of effective leadership is not confined to any segment of our society 
but is evident in able administrators in government, education, churches, 
and every other form of organization. 
Donald A. and Eleanor C. Laird give a note of warning. Many of 
the researchers and writers in the area of leadership would lead one to 
think that the democratic style of leadership is the best. However, it 
is felt that the situation and the demands of the group better determine 
the most effective style of leadership for a particular situation. Flexi¬ 
bility in choosing the appropriate styles for any given situation should 
7 
be the ultimate goal for an administrator. 
An article appearing in the Atlanta Constitution reads as follows: 
"A variety of costly, glossy studies have poured from the research 
community on the problems confronting the schools and on one point they agree- 
the principal is the key figure in the schools. 
5 
Roger M. Stogdill and Alvin F, Coons, Leader Behavior: Its 
Description and Measurement. Research Monograph No. 88 (Columbus, Ohio : 
Bureau of Business Research, The Ohio State University, 1957). 
°Peter F. Drucker, The Practice of Management (New York: Harper 
and Row, Publishers, 1954), p. 101, 
7 
Donald A. and Eleanor C. Laird, The Nëw Psychology for Leadership 
(McGraw-Hill, 1956), pp. 50-51. 
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A million dollar study on school violence concluded last month 
that "the role of the principal appears to be a critical factor" in schools 
that solved problems including student violence. 
The study said it was important both for the principal to be 
visible and accessible to teachers and students and for the principal to 
be "firm, fair and consistent" in maintaining order. 
Other studies have found that a principal's leadership and 
personal commitment can spell the difference in whether a school and 
its community adjust well to desegregation and whether a school achieves 
g 
academic excellence." 
While keeping in mind that school leadership styles are dependent 
on many variables, personal and situational, it seems important to study 
the leadership styles of school principals. The self-perception of the 
leadership of these principals, as well as the perception of this leader¬ 
ship by departmental chairpersons and lead teachers, in the respective 
schools will be explored. 
Statement of the Problem 
Ibis study will investigate the leadership styles of elementary 
and high school principals as perceived by lead teachers (elementary), 
departmental chairpersons (secondary), and principals. Twelve leader¬ 
ship situations will be examined in reference to task and relationship 
orientation. The final outcome is the determination as to whether or 
not the styles of leadership are effective or ineffective. The Hersey 
and Blanchard's Lead-Self and Lead-Other instruments will be used for 
g 
"Principals are Key to Better Schools," The Atlanta Constitution, 
13 February 1978, sec. 2-B, p. 2. 
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the gathering of data. 
Population Sample 
The elementary population was randomly selected from seventy-nine 
schools in DeKalb County, Georgia, and sub-divided in the following geo¬ 
graphic locations—seven from the north area, eight from the central area, 
and seven from the south area, providing a sample of twenty-two elementary 
schools. There are twenty-two high schools in this county and the writer 
obtained participation by all of them. 
Hypotheses to be Tested 
HD^: There will be no significant difference between 
responses of principals and their subordinates 
in reference to the effectiveness or ineffective¬ 
ness of leadership styles. 
HDg: There will be no significant difference between 
responses of high school principals and elementary 
principals in reference to the effectiveness or 
ineffectiveness of leadership styles. 
HD3: There will be no significant difference between 
responses of departmental chairpersons and lead 
teachers in reference to the effectiveness or 
ineffectiveness of leadership styles. 
Limitations 
It is assumed that the two instruments used are valid and reliable 
for the purpose of this study. 
Definition of Terms 
1. Situational Leadership Theory—Refers to the interaction 
of the leader and followers. As the level of maturity 
of their followers continues to increase in terms of 
accomplishing a specific task, leaders should begin to 
8 
reduce their task behavior until the individual or 
group reaches a moderate level of maturity. As the 
individual or group begins to move into an above 
average level of maturity, it becomes appropriante 
for leaders to decrease not only task behavior but 
also relationship behavior. Now the individual or 
group is not only mature in terms of the performance 
of the task, but is also psychologically mature. 
Since the individual or group can provide their own 
"strokes" and reinforcements, a great deal of socio- 
emotional support from the leader is no longer 
necessary. Hie individual or group at this maturity 
level sees a reduction of close supervision and an 
increase in delegation by the leader as a positive 
indication of trust and confidence. Thus, this 
theory focuses on the appropriateness or effective¬ 
ness of leadership styles according to the task¬ 
relevant maturity of the followers. 
2. Task Behavior—Refers essentially to the extent to 
which a leader engages in one-way communication by 
explaining the task of each subordinate, and when, 
where, and how these tasks are to be accomplished. 
3. Relationship Behavior—Is the extent to which a leader 
engages in two-way comnunication by providing socio- 
emotional support, "psychological strokes", and facili¬ 
tating behavior. 
4. Maturity—As referred to in "Situational Leadership 
Theory" is the capacity to set high but attainable 
goals (achievement-motivation), willingness and 
ability to take responsibility, and education and/or 
experience of an individual or group. 
5. High Task/Low Relationship Leader Behavior (SI)— 
Is referred to as "telling" because this style is 
characterized by one-way comnunication in which the 
leader defines the rules of the followers and tells 
them what, where, how, and when to do various tasks. 
6. High Task/High Relationship Leader Behavior (S2)— 
Is referred to as "selling" because with this style 
most of the direction is still provided by the leader. 
He or she also attempts through two-way communication 
and socio-emotional support to get the followers 
psychologically to buy into decisions that have to be 
made. 
7. High Relationship/Low Task Leader Behavior (S3)— 
Is called "participating" because wûth this style 
the leader and followers now share in decision 
making through two-way comnunication and much 
facilitating behavior from the leader since the 
9 
followers have the ability and knowledge to do the 
task. 
8. Low Relationship/Low Task Leader Behavior (S4)— 
Is labeled "delegating" because the style involves 
letting followers "run their own show" through 
delegation and general supervision since the follow¬ 
ers are high in both task and psychological maturity. 
9. LEAD-Self Instrument—Refers to the instrument 
developed by Paul Hersey and Kenneth H. Blanchard 
to measure one's self-perceived style of leadership. 
10. LEACMOther Instrument—Refers to the instrument 
developed by Paul Hersey and Kenneth H. Blanchard 
to reflect the perception of others toward the 
leadership style of the leader. 
11. Departmental Chairpersons—Refers to the person in 
charge of a department who assists the principal in 
classroom visitation, teacher evaluation, and in¬ 
structional leadership. 
12. Lead Teacher—Is the person who assists the principal 
in all phases of instructional matter, and who works 
closely with all teachers, helping then with techniques 
of instructions and implementation of curriculum. 
13. Immediate Subordinates—Refers to high school depart¬ 
mental chairpersons and elementary lead teachers. 
Significance of the Study 
Such a study will be beneficial as a form of feedback to school 
administrators in evaluating their self-^perceived style of leadership as 
compared to their subordinates' perception of their leadership styles. 
The findings can be used as a basis for staff development in training 
school administrators. 
Overview of thé Study 
This chapter has served as an introduction, discussing both the 
origin of the problem and the rationale of this study. 
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Chapter Two gives a review of the literature, both past and 
present. 
Chapter Three contains information on the design and methodology, 
collection of data, description of the school system, processing these 
data, and statistical tools. 
Chapter Four contains presentation and analysis of findings and 
testing of hypotheses. 
Chapter Five contains a summary of the study, a summary of the 
findings, conclusions of the study, recommendations, and implications. 
CHAPTER II 
REVIEW OF THE LITERATURE 
A review of the literature related to the study is presented in 
this chapter. The review is organized into three major sections. Research 
pertaining to leadership theories, leadership functions, and leadership 
behavior are included in the first section. The second section deals with 
research related to leader-insubordinate relationships and their influence 
on leader effectiveness. The third section is a review of studies per¬ 
taining to leader behavior, 
 »/••••  v ’< 
Leadership Theories, Leadership Functions, 
'and Leadership Behavior 
This section is directed toward the leader and the group with which 
he works—the subordinates, Studies reviewed present the leader as he is 
described by various writers in theoretical constructs of administrative 
roles, administrative behavior, and various leadership styles. 
An organizational leader is a member of a group which operates 
within a structured framework in a dynamic social environment. This is a 
’
1 ’/ 
concept essential to understanding the functions, roles, and relationships 
involved in organizational leadership, 
In the early 1900s, one of the most widely read theorists on ad¬ 
ministration was Frederick Winslow Taylor. The basis for his scientific 
management was technological in nature. 
11 
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Early theories of "scientific management" were merely ways to maxi¬ 
mize the contributions workers made to the organizations. Scientific manage¬ 
ment was a manifestation of the idea that the best way, in fact the only 
way, to operate an organization or business was to maximize production by 
maximizing efficiency. Each step of the manufacturing process was analyzed 
to cut waste and inefficiency. These analyses resulted in prescriptions for 
what appeared to be better management and a more effective structure. 
The essence of scientific management is the assumption that the 
worker is little more than a machine which should be expolited to the limits 
of his physical capacity. Monetary rewards were seen as the only motivation 
for increased production. It was believed that workers could be made to 
produce more if their time were more efficiently used, Since efficiency 
increased workers' production, they, too, would be satisfied by receiving 
higher wages. Accepting this assumption, other theorists of the scientific 
management movement proposed that a rationally planned and executed organi¬ 
zation be developed to create more efficiency in administration and con¬ 
sequently, increase production. Management was to be divorced from human 
affairs and emotions. The result was that the people or workers had to 
adjust to the management, and not the management to the people. 
Taylor explained "the function of the leader under scientific 
management or classical theory was quite obviously to set up and enforce 
performance criteria to meet organizational goals. The main focus of a 
leader was on the needs of the organization and not on the needs of the 
9 
individual." 
Apparently, the theory of scientific management was not all that it 
9 
Frederick W. Taylor, The Principles of Scientific Management 
(New York: Harper and Brothers, 1911), p. 78. 
13 
promised to be. While efficiency is certainly a cause of increased pro¬ 
duction, it alone is insufficient. 
In the 1920s and the early 1930s, the trend started by Taylor was 
to be replaced at center stage by the human relations movement initiated by 
Elton Mayo and his associates. Mayo argued that in addition to finding the 
best technological methods to improve output, it was beneficial to management 
to look into human affairs. He claimed that the real power centers within 
an organization were the interpersonal relations that developed within the 
working unit. Ihe study of these human relations was the most important 
consideration for management and the analysis of organization. The organi¬ 
zation was to be developed around the workers and had to take into consid¬ 
eration human feelings and attitudes.1*^ 
The function of the leader under the human relations theory was to 
facilitate cooperative goal attainment among followers while providing oppor¬ 
tunities for their personal growth and development. The main focus, contrary 
to scientific management theory, was on individual needs and not the needs 
of the organization. 
In essence' the scientific management movement emphasized a concern 
for task (output), while the human relations movement stressed a concern 
relationship (people). The recognition of these two concerns has character¬ 
ized the writings on leadership ever since the conflict between the scientific 
management and the human relations schools of thought became apparent. 
Chester Barnard was one of the first to encourage a management con¬ 
cern for the individual. He looked at the possibilities and advantages of 
cooperative effort between the organization and the individual. He was also 
^Elton Mayo, The Social Problem of an Industrial Civilization 
(Boston: Harvard Business School, 1945), p. 23. 
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one of the first to see the organization as a system and to advocate to 
other managers the promotion of cooperation in an attempt to maximize the 
operation of the organization and to control the behavior of the subsystem. 
Though his system's view was somewhat less sophisticated than that of modern 
theorists, he, along with the emerging social scientists, laid the ground¬ 
work for a distinct move away from the purely scientific management theory 
of organizational behavior.'*''1' 
Past writers have felt that concern for task tends to be represented 
by authoritarian leader behavior. This feeling was popular because it was 
generally agreed that leaders influenced their followers by either of two 
ways: (1) they can tell their followers what to do and how to do it, and 
(2) they can share their leadership responsibilities with their followers 
by involving then in the planning and execution of the task concerns. The 
latter is the more nondirective democratic style which stresses the concern 
for human relationship. 
Paul Hersey and Kenneth Blanchard explained: "The difference in 
the two styles of leader behavior are based on the assumption leaders make 
about the source of their power authority and human nature. The authori¬ 
tarian style of leader behavior is often based on the assumption that the 
power of leaders is derived from the position they occupy and that people 
are innately lazy and unreliable (Theory X). The democratic style assumes 
that the power of leaders is granted by the group they are to lead and that 
people can be basically self-directed and creative at work if properly moti¬ 
vated (Theory Y), As a result, in the authoritarian style, all policies 
are determined by the leader; in the democratic style, policies are open for 
^Chester Barnard, The Function of the Executive (Cambridge, Mass: 
Harvard University Press, 1938), p. 110, 
group discussion and decision." 
15 
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Daniel Wren stated "that the human relations movement was inter¬ 
disciplinary in nature, bringing in the contributions of sociology, psychology, 
social psychology, anthropology, and political science as the primary disci¬ 
plines to help to develop a body of knowledge about the behavior of individuals 
at work."13 
Chris Argyris had been a proponent of what had been variously called 
the "personality versus organization" hypothesis of the ' ’immaturity-maturity" 
theory of human behavior. There are some basic trends in the personality 
growth of healthy, mature individuals. Frcm infancy to adulthood, there is 
a tendency for the "healthy" personality to develop along a continuum from 
immaturity to maturity by moving from being possessive to being active; by 
moving from dependence to independence; by growing from a lack of awareness 
of self to awareness and control over self; and so on. One could determine 
an individual's degree of self-actualization by plotting his position on the 
14 
immaturity-maturity continuum. 
According to Argyris, the basic properties of the formal organization 
keep individuals immature and mediate against self-actualization. Criticizing 
Taylor and other organizational formalists, he found four basic properties 
of the formal organization to be the seat of the problem; first, the speciali¬ 
zation of labor limits individual initiative, chokes off self-expression, and 
requires an individual to use only a few of his abilities. It inhibits self- 
actualization and provides expression for few, shallow, skin-surface abilities 
12 
Paul Hersey and Kenneth H. Blanchard, Management of Organizational 
Behavior (Englewood Cliffs, New Jersey; Prentice-Hall, 1977), p. 91, 
1 “^Daniel Wren, The Evolution of Management Thought (New York; The 
Ronald Press Company, 1972), p. 439, 
14 
Chris Argyris, Personality and Organization (New York: Harper arid 
Row, 1957), p. 50. 
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that do not provide the endless challenges desired by the healthy personality. 
Secondly, the chain of command assumes that efficiency is a result of arranging 
the parts of that power and authority which are lodged at the top and that 
through a definite heirarchy of authority the top can control the bottom of 
the organization. The impact of that is to make the individuals dependent 
upon and passive toward the leader. The individual has little control over 
his working environment. He develops a short time perspective, and is made 
dependent by the incentive and control system. Thirdly, the unity-of-di¬ 
rection principle means that the path toward the goal is directed and controlled 
by the leader. Problems develop when these work goals do not involve the em¬ 
ployee , when he is not allowed to aspire to use more of his abilities, and when 
15 
he is not allowed to define his own goals in terms of his inner needs. 
In The Human Side of Enterprise, McGregor made a significant shift 
in his ideas from the human relations philosophy to the new-humanism. He 
challenged the "classical principles of organization" as being inappropriate 
since they were largely based on the church and military; as being unrelated 
to the modern influence of the political, social, and economic mileau; and 
16 
as being based on erroneous assumptions about human behavior. 
McGregor felt that managerial assumptions about human nature and 
human behavior were all important in determining the manager's style of 
operation. Based upon his assumptions that the nature of man, the manager 
could organize, lead, control, and motivate people in different ways. If 
the manager accepted one set of assumptions, he would tend to manage one 
way, or if he held another set, he would manage another way. The first set 
15Ibid., p. 59. 
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of assumptions McGregor examined was Theory X, which was to represent the 
"traditional view of direction and control". Theory X assumptions were: 
1. The average human being has an inherent dislike 
of work and will avoid it if he can . , , 
2. Because of this human characteristic of dislike 
of work, most people must be coerced, controlled, 
directed, threatened with punishment to get then 
to put forth adequate effort toward the achieve¬ 
ment of organizational objectives. 
3. The average human being prefers to be directed, 
wishes to avoid responsibility, has relatively^ 
little ambition, and wants security above all. 
Theory Y assumptions were; 
1. The expenditure of physical and mental effort 
in work is as natural as play or rest. The 
average human being does not inherently dis¬ 
like work . . . 
2. External control and the threat of punishment 
are not the only means for bringing about effort 
toward organizational objectives. Man will 
exercise self-direction and self-control in the 
service of objectives to which he is committed. 
3. Commitment to objectives is a function of the 
rewards associated with their achievement. The 
most significant of such rewards, e.g., the 
satisfaction of ego and self-actualization needs, 
can be direct products of effort directed toward 
organizational objectives. 
4. The average human being learns, under proper 
conditions, not only to accept but to seek 
responsibility. Avoidance of responsibility, 
lack of ambition, and emphasis on security are 
generally consequences of experience, not in¬ 
herent characteristics. 
5. The capacity to exercise a relatively high de¬ 
gree of imagination, ingenuity, and creativity, 
in the solution of the problems is widely, not 
narrowly distributed in the population. 
6. Under the conditions of modern industrial life, 
the intellectual potentialities of the average 
17T Ibid., p. 47 
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human being are only partially utilized. 
Under Theory Y, it was the essential task of management to unleash 
man's potential so that he would achieve his goals by directing his efforts 
toward those of organization. It was "management of objectives" in the 
traditional sense but the motivation came from the corrmitment of the people 
to the objectives of the organization. Managers who accepted the Y image 
of human nature would not structure, control, or closely supervise the work 
environment. Instead they would attempt to aid the motivation of sub¬ 
ordinates by giving them wider latitude in their work, encouraging creativity, 
using less external control, encouraging self-control, and motivating through 
the satisfaction which came from the challenge of work itself. The use of 
the authority of external control by management would be replaced by getting 
people committed to organizational goals because they perceived that was the 
best way to achieve their own goals. 
A high degree of consonance with Argyris and McGregor atout why 
people work was put forth by Frederick Herzberg and his associates. Based 
on extensive impirical investigation, Herzberg set forth a "motivation- 
hygiene" theory of motivation which received both widespread support and 
many criticisms. Ihe research was designed to discover the importance of 
attitudes toward work experiences, both good and bad, which workers reported. 
In analyzing the data, it was concluded that people responded in such a 
manner as to isolate two different kinds of needs which appeared to be in¬ 
dependent. When people reported unhappiness and job dissatisfaction, they 
attributed this to their job environment or the job context. When people 
reported happiness or satisfaction, they attributed this good feeling to 
work itself, or to the job content. 
18 
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Herzberg called the factors which were identified in the job con¬ 
text "hygiene" factors for they act in a manner analogous to the principle 
of medical hygiene. Hygiene operates to remove health hazards from the en¬ 
vironment of man. It is not curative; it is rather a preventative. The 
hygiene factors included "supervision" interpersonal relations, physical 
working conditions, salaries, company policies, and administrative practices, 
19 
benefits, and job security. 
When these factors deteriorated below what the worker considered 
an acceptable level, job dissatisfaction was the result. However, when the 
job context was considered optimal by the worker, dissatisfaction was re¬ 
moved; but this did not lead to positive attitudes but to some sort of a 
neutral state of neither satisfaction, nor dissatisfaction. 
The factors that lead to positive attitudes, satisfaction, and 
motivation were called the "motivators" or those things in the work itself 
which satisfied the individual's needs for self-actualization. The moti¬ 
vators were such factors as achievement, recognition for accomplishment, 
challenging work, increased job responsibility, and opportunities for growth 
and development. 
In recent years, motivation-hygiene research has been extended 
well beyond scientists and accountants to include every level of an organi¬ 
zation from top management all the way down to the hourly employees. For 
example, in an extensive study of Texas Instruments, Scott Meyers concluded 
that Herzberg's notivation-hygiene theory is easily translatable to super¬ 
visory action at all levels of responsibility. It is a framework on which 
supervision can evaluate and put into perspective the constant barrage of 
19 
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"helpful hints" to which they are subjected, and hence serves to increase 
20 
their feelings of competence, self-confidence, and autonomy. 
Ihe self -actual izing-man thesis has not been without its critics. 
Robert Dubin has suggested that organizations are not as tyrannical as 
Argyris supposed and that to assume that work is the sole life interest of 
the worker (i.e., he must derive his life satisfaction from his job) is 
21 
erroneous. 
George Strauss also has questioned the "personality versus the or¬ 
ganization" hypothesis by suggesting that the stated needs for self-actuali¬ 
zation reflect the strong value judgments of professionals (i.e., Professors 
Argyris, McGregor, and Herzberg) and do not necessarily apply to all segments 
of the population. According to Strauss, the self-actual izers neglect 
economic motivation, assume that all people want to be independent and 
creative, and therefore, err by concluding that the job should be the pri- 
22 
mary mode of need satisfaction for everyone "as it is for professors". 
It appears that Strauss and Dubin would argue for flexible leader¬ 
ship styles and for giving opportunities for self-actualization where 
appropriate to the worker’s abilities and aspirations. But where tasks 
were highly programmed, and the organizational costs of self-actualization 
outweighed the gains, or when people did not desire to make work their central 
life interest, self-actualization would not be appropriate as a motivational 
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device. 
Rensis Likert and his colleagues of the Institute for Social Re¬ 
search at the University of Michigan emphasized the need to consider both 
human resources and capital resources as assets requiring proper manage- 
. 23 
ment. 
As a result of behavioral research studies of numerous organi¬ 
zations, Likert implemented organizational change programs in various in¬ 
dustrial settings. It appears these programs were intended to help organi¬ 
zations move from Theory X to Theory Y assunptions, from fostering immature 
behavior to encouraging and developing mature behavior, from emphasizing 
only hygiene factors, to recognizing and helping workers to satisfy the 
motivators. 
Likert found in his studies that the prevailing management styles 
of organization can be depicted on a continuum from System 1 through System 
4. These systems might be described as follows: 
"System 1 - Management is seen as having no confidence 
or trust in subordinates, since they are seldom involved 
in any aspect of the decision-making process. The bulk 
of the decisions and the goal setting of the organization 
are made at the top and issued down the chain of command. 
Subordinates are forced to work with fear, threats, punish¬ 
ments, and occasional rewards and need satisfaction at the 
physiological and safety levels. The little superior- 
subordinate interaction that does take place is usually 
with fear and mistrust. Although the control process is 
highly concentrated in top management, an informal organi¬ 
zation generally develops which opposes the goals of the 
formal organization. 
System 2 - Management is seen as having condescending 
confidence and trust in subordinates, such as master 
toward servant. The bulk of the decisions and goal 
setting of the organization are made at the top, but 
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many decisions are made within a prescribed framework 
at lower levels. Rewards and some actual or potential 
punishment are used to motivate workers. Any superior 
subordinate interaction takes place with some con¬ 
descension by superiors and fear and caution by sub¬ 
ordinates. Although control process is still concen¬ 
trated in top management, some is delegated to middle 
and lower levels. An informal organization usually 
develops, but it does not always resist formal organi¬ 
zational goals. 
System 3 - Management is seen as having substantial 
but not complete confidence and trust in subordinates. 
Board policy and general decisions are kept at the 
top, but subordinates are permitted to make more spe¬ 
cific decisions at lower levels. Corimunications flow 
both up and down the hierarchy. Rewards, occasional 
punishment, and seme involvement are used to motivate 
workers. There is a moderate amount of superior- 
subordinate interaction, often with a fair amount of 
confidence and trust. Significant aspects of the 
control process are delegated downward with a feeling 
of responsibility at both higher and lower levels. 
An informal organization may develop, but it may either 
support or partially resist goals of the organization. 
System 4 - Management is seen as having complete con¬ 
fidence and trust in subordinates. Decision-making 
is widely dispersed throughout the organization, al¬ 
though well integrated. Communication flows not 
only up and down the hierarchy but among peers. 
Workers are motivated by participation and involve¬ 
ment in developing economic rewards, setting goals 
improving methods, and appraising progress toward 
goals. There is extensive, friendly superior- 
subordinate interaction with a high degree of con¬ 
fidence and trust. There is widespread responsibility 
for the control process, with the lower units fully 
involved. The informal and formal organizations are 
often one and the same. Thus, all social forceg^support 
efforts to achieve stated organizational goals. 
In summary, System 1 is a task-oriented, highly structured authori¬ 
tarian management style; System 4 is a relationship-oriented management style 
based on teamwork, mutual trust, and confidence. Systems 2 and 3 are inter¬ 
mediate stages between two extremes which approximate closely Theory X 
24 
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and Theory Y assumptions. 
While Likert and others formed the primary support for participative 
management, empirical research often showed inconsistencies in the conclusion 
that this style was best. Even Likert had found that high morale or high 
cohesiveness did not always lead to higher productivity, nor did a pro¬ 
duction-centered supervisor always have a low producing section. As Likert 
stated it: "On the basis of a study I did in 1937, I believed that morale 
and productivity were positively related; that the higher the morale, the 
higher the production. Substantial research findings since then have shown 
25 
that this is much too simple." 
Often it was not a question of one or the other anphasis (i.e., 
employee-centered or production-centered) but under what circumstances did 
one work better than the other? Could "initiating structure" and "con¬ 
sideration" be combined or balanced in seme way? These questions which arose 
out of the Qiio State University work opened new vistas for leadership re¬ 
search and formed the basis for the development of the "managerial grid" by 
26 
Blake and Mouton. 
The grid approach was an attempt to avoid the extreme "either/or" 
styles of leadership, such as either scientific management of human re¬ 
lations, production-centered or people-centered, and even Theory X or 
Theory Y, by showing the possibilities for various blends of leadership 
styles. This grid of alternatives reflects two dimensions, "concern for 
people" on the vertical axis, and "concern for production" on the horizontal 
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axis. Each axis is expressed in terms of a nine-point scale with the number 
1 representing minimum concerns and number 9 standing for maximum concerns. 
Although a number of different managerial theories can be shown on the mana¬ 
gerial grid, Blake and Mouton emphasize those at the four corners and in 
the middle. Each of these five theories defines a definite, but different 
set of assumptions regarding how managers orient themselves for managing 
situations of production that involve people. Each theory is seen as a 
set of possible assumptions for using the organizational hierarchy to link 
people into production. Any set of assumptions is subject to change; and 
vixen a person changes his under lying managerial assumptions, his actual 
managerial practices shift accordingly. A given individual's style can be 
27 
viewed as a dominant set of assumptions that guides his actions. 
Daniel Wren explains the grid in the following manner: "In the 9,1 
style a high concern for production is coupled with a low concern for people, 
a basic assumption being that an organization cannot meet its needs for 
production and the personal needs of people at the same time. Heavy emphasis 
is placed on task and job requirements with the manager occupying a position 
of authority and being responsible for planning, directing, and controlling, 
the actions of his subordinates so that production objectives of the enter¬ 
prise are reached. The 9,1 motto is "Nice Guys Finish Last". The 1,9 style 
with minimum emphasis on production and maximum concern for people is also 
rooted in the assumption that production requirements are contrary to the 
needs of people but emphasis is on satisfying the needs of people. The 1,9 
motto is "Nice Guys Don't Fight". The 1,1 managerial style also assumes 
an incompatibility between production requirements and the needs of people, 
27 
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but the 1,1 manager experiences few dilemmas. In an attitude characteristic 
of those who have accepted defeat, he has learned to have little concern 
for either. The 5,5 approach also assumes a conflict between the organi¬ 
zational purpose of production and the needs of the people but the solution 
is a compromise between the two. The 5,5 approach recognizes the responsi¬ 
bility of the manager to plan, direct, and control, but the 5,5 manager does 
not command or direct so much as he leads, motivates, and communicates to 
get work done. 
The 9,9 approach assumes that there is no necessary and inherent 
conflict between organizational purpose; production goals; and the needs of 
the people. Effective integration of people with production is possible 
by involving them and their ideas in determining the conditions and strate¬ 
gies of work. A basic aim is to promote the conditions that integrate 
creativity, high productivity, and high morale through concerted team 
action. The general theme is to create work conditions where people under¬ 
stand the problems, have stakes in the outcome, and where their ideas make 
28 
a real contribution to the result obtained." 
Another approach which has achieved widespread recognition is the 
"leadership contingency model" of Fred Fiedler. Fiedler has moved away from 
many of the normative statements about the best or "ideal" leadership style 
to suggest that a number of leader behavior styles may be effective or in¬ 
effective depending upon important elements of the situation. 
To measure leadership styles, Fiedler required a person (subject) 
to give a self-descript ion and also a description of his least preferred 
co-worker and his most preferred co-worker. From this, he derived "Assumed 
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Similarity Between Opposites” (ASO) scores which indicated the differences 
or "distances" between the various descriptions. These ASO scores measured 
an attitude toward others which may best be described as emotional or 
psychological distance. A "high" ASO person tends to be concerned about 
his interpersonal relations, feels a need for the approval of his associates, 
and is less "distant" in describing himself and others. The "low" ASO person 
is relatively independent of others, is less concerned with feelings, and 
is willing to reject a person who cannot complete the assigned task. In 
essence, the high ASO is "consideration" oriented and the low ASO "task" 
29 
oriented in terms of the Ohio State Studies. 
Hersey and Blanchard have extended Fiedler's model by adding an 
"effectiveness" dimension to the task and relationship dimensions. This 
"tri-dimensional" model gives more emphasis to leader behavior as it is 
appropriate for various situations. Whether two or three-dimensional, 
leadership models have evolved to encompass more variables and to lead 
30 
to more flexible, adaptive views of effective leader behavior. 
Robert Tannenbaum and Warren Schmidt state that a successful 
leader must first be keenly aware of those forces which are most relevant 
to his behavior at any given time. He accurately understands himself, 
the individuals and group he is dealing with, and the conpany and broader 
social environment in which he operates. Certainly he is able to assess 
the present readiness for growth of his subordinates. 
This sensitivity or understanding is not enough, which leads to the 
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second implication. The effective and successful leader is one who is able 
to behave appropriately in the light of these perceptions. If direction is 
in order, he is able to direct; if considerable participative freedom is 
called for, he is able to provide such freedom. 
Thus, the successful manager of men can be characterized primarily 
as neither a strong leader nor a permissive one. Rather, he is one who main¬ 
tains a high batting average in accurately assessing the forces that deter¬ 
mine what his most appropriate behavior at any given time should be, and in 
actually being able to behave accordingly. Having both insight and flexi- 
31 
bility, he is less likely to see the problems of leadership as a dilemma. 
Getzels and Guba developed a theoretical framework based on one 
of the two styles of administrative behavior to describe the social system 
in the school. The two styles of behavior were described as nomothetic 
and idiographic. The nomothetic leader stresses the requirements of the 
"institution”, and the conformity of "role" behavior, to "expectations" 
at the expense of the individual personality and the satisfaction of in¬ 
dividual needs. This leader places heavy emphasis on institutional roles. 
The idiographic leader, in contrast, stresses the demands of the individual 
personality, and the satisfaction of these needs. This type of leader 
views his authority as delegated and tends to maintain a higher interaction 
with his subordinates. His relationships to others are tailored to the in¬ 
dividual's personality, and he is concerned with the social needs of his 
subordinates. ^ 
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Guba and Bidwell extended the model described in the previous para¬ 
graph to include a style of leadership which transcends the idiographic and 
the nomothetic. This type of leader is termed transactional. The trans¬ 
actional leader achieves a balance of perspective between the demands of 
33 
the institution and the social needs of the people who inhabit it. 
The theoretical model postulated by Getzels and Guba has provided 
a social basis for a nunfcer of studies. Starting from the base premise that 
the behavior of the individual in a social system (the school) results from 
both nomothetic and idiographic factors, a number of researchers have 
endeavored to analyze the hierarchy of social relationships which character¬ 
ize the educational framework. 
Halpin, for example, devised a concept of administrative behavior 
which varied on two principal dimensions: "initiating structure" and "con¬ 
sideration", Initiating structure refers to the leader's behavior in de¬ 
lineating the relationship between himself and members of the work group, 
and endeavoring to establish well-defined patterns of organization, channels 
of communication, and methods of procedure. Consideration, on the other 
hand, refers to behavior indicative of friendship, mutual trust, respect, 
34 
and warmth in relationships between the leader and members of his staff. 
The study of leadership, however, can be, and has been approached 
in a number of ways. One basis looks at what a leader does. Numerous 
lists of leadership functions appear in the literature. These lists de¬ 
scribe leadership acts, but only infer the personality and the situation. 
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The potential length and breadth of leadership acts were implied in Hainan's 
definition of leadership. He stated: "In the broadest sense, leadership 
refers to that process whereby an individual directs, guides, influences, 
35 
or controls the thoughts, feelings, or behavior of other humans." 
S. J. Knezevich defined leadership with an emphasis on actions re¬ 
lated to the goals of organized groups. Thus, according to Knezevich, a 
leader is "that person who has something to contribute to the effective 
36 
functioning of the group." Group needs or demands, rather than individual 
personality traits, become the determinants of leadership. Criteria for 
leadership are based on what the leader does to help the group define its 
goals, achieve its objectives, or maintain its strength as a body. 
Williams and Hoy described the leadership phenomenon in organi¬ 
zational settings as a complex social process which does not result simply 
from the personality traits of individuals. It involves attributes of 
the transactions between those who attempt to lead and those who are expected 
to follow.^ 
Farrar conceived administrative behavior as either "democratic" or 
"undemocratic". His definitions reflect the presence or absence of such 
corrmonly accepted democratic values as respect for human dignity, individual 
and group involvement, and open communication, Although these definitions 
were developed to describe the behavior of school principals, they are equally 
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applicable to other types of administrators. The word "undemocratic" was 
38 
used synonymously with the word "authoritarian". 
S. J. Khezevich described the autocratic style of leadership as 
one in which the leader determines policy and assigns tasks to members 
without consulting with them. The leader is personal in his praise and 
criticism of individuals, but remains aloof from the group. There are no 
group-inspired decisions. The leader decrees what shall be done, and the 
others have no choice but to accept it. In the democratic style of 
leadership, although the leader participates in policy formation, policies 
also involve group action or decisions. Members decide which of the tasks 
must be acconplished. The leader is objective in his praise and criticism 
and participates in group activities as is appropriate. In the fields of 
business and industry, this is often referred to as participative manage- 
. 39 
ment. 
Stogdill examined the relationship of personality factors to 
leadership. The research he surveyed supported the idea that the charac¬ 
teristics of successful leaders are determined by the demands of the 
situation. In his study of research, he found that the average leader ex¬ 
hibits a greater degree of characteristics such as: "Cl) sociability, (2) 
initiative, (3) persistence, (4) knowing how to get things done, (5) self- 
confidence, (6) alertness to, and insight into, situations, (7) cooperative¬ 
ness, (8) popularity, (9) adaptability, and (10) verbal facility" than the 
average group member or subordinate. He, therefore, concluded: A person 
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does not become a leader by virtue of the possession of some combination 
of traits, but the pattern of personal characteristics of the leader must 
bear some relevant relationship to the characteristics, activities, and 
goals of the followers. Thus, leadership must be conceived in terms of 
40 
the interaction of variables which are in constant flux and change. 
Meyers also analyzed the relationship of personality traits to 
leadership. Some of Meyers' conclusions concerning this matter were: 
1. No physical characteristics are significantly related 
to leadership. 
2. Although leaders tend to be slightly higher in intelli¬ 
gence than the group of which they are members, there 
is no significant relationship between superior in¬ 
telligence and leadership. 
3. Knowledge applicable to the problems faced by a 
group contributes significantly to leadership status. 
4. Insight, initiative, cooperation, originality, 
ambition, persistence, emotional stability, judgment, 
popularity, and corrmunication skills are characteris¬ 
tics which correlate with leadership.41 
Knezevich conmented that traits related to leadership must be as 
varied as the situations likely to develop for a group. As group purposes 
or objectives change, so will the characteristics of the person likely to 
be selected, or likely to succeed, as a leader. Thus, a leader acquires 
leadership status through the interactions of the group in which he partici¬ 
pates and as he demonstrates his capacity for assisting the group in completing 
its tasks.^ 
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Stogdill stated that as a result, there is no hard and fast rule that 
a leader must display a specific leadership style. Rather, patterns of 
leadership styles seem to be carried from one organization to another by 
the leader, and the style which he prefers probably influences his per- 
43 
ception of the organization's problems and his approach to solving them. 
Leader-Subordinate Relationship 
This section presents a review of studies pertaining to leader- 
subordinate relationships and leader effectiveness. 
As early as 1949, Hemphill stated that successful leaders attempt 
to learn the characteristics of their groups and avoid giving the impression 
of feeling superior to the group. This was particularly evident in large 
44 
groups, in formal groups, and in groups with a low degree of autonomy. 
Clark, in analyzing the administrative behavior of high school 
principals, found that effective principals had more contact with teachers 
and students than did ineffective principals. Additionally, they generally 
had a higher frequency of behavior categorized as communicating and showing 
45 
consideration that did ineffective principals. 
To be an effective leader, the importance of the leader's diagnostic 
ability cannot be overemphasized. Edgar H. Schein expresses it well when 
he contends that the successful manager must be a good diagnostician, and 
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must value a spirit of inquiry. If the abilities and motives of the people 
under him are so variable, he must have the sensitivity and diagnostic 
46 
ability to sense and appreciate the differences. 
In other words, managers must be able to identify doers in an 
environment. Yet, even with good diagnostic skills, leaders still may not 
be effective unless they can adapt their leadership style to meet the de¬ 
mands of the environment. He must have the personal flexibility and range 
of skills necessary to vary his own behavior. If the needs and motives of 
47 
his subordinates are different, they must be treated differently. 
In conclusion, studies of functions of leadership and the operational 
styles of leaders, when approached through such popular avenues as decision¬ 
making, or comnunications patterns, do not alter the conclusion reached by 
Argyris. Argyris saw no one leadership style as most effective; the set 
of situational factors must be considered. He suggested that effective 
leaders are those who are capable of behaving in many different leadership 
48 
styles. Ibis, he said, is "reality-centered leadership." 
Leader Behavior 
This section presents a review of studies pertaining to perceived 
leadership which have been conducted at different levels in educational 
organizations. Bnphasis is focused on the extent to which subordinates 
within the organization view or attend to their superordinates' leadership 
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performances. 
Holden found that where the members perceived principals who show 
high leadership as being close to their perceptions of the ideal, the group 
49 
is relatively high in productivity. 
Sharpe reported that teachers and staff members perceived principals 
as deviating less from the ideal norm than did the principals themselves. 
Sharpe also reported that significant correlations were obtained between 
the morale of the teachers and the degree to which the principals were 
perceived as conforming to the ideal norm of conmunication, separation, 
change, domination, and ccranunity prestige and influence. A strong and 
significant relationship was also found between morale and leadership evalu- 
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at ion. 
In studying the relationships between perceptions of leadership 
behavior of principals and the nature of the infoimal groupings in their 
schools, Croghan concluded that principals who were perceived as providing 
high initiating structure and high consideration were also perceived to be 
informal leaders. In schools where the principal was perceived as not pro¬ 
viding structure and consideration, he was seldom named as informal group 
leader, and the informal groups showed a high reciprocation of preference 
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choices. 
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Nelson identified relations between teachers' perceptions of organi¬ 
zational climate and their perceptions of reinforcement behavior of school 
principals. One of his conclusions was that teachers tended to perceive 
a relatively open climate in schools led by principals whan the teachers 
perceived to reflect a higher level of reinforcement behavior, and a 
relatively closed climate in schools led by principals whom teachers per- 
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ceived to reflect a low level of reinforcement. 
After a review of the literature, it is obvious that there are 
almost as many definitions of management and theories of leadership as there 
are writers in the field. Studies in the areas of management and leadership 
have produced no decisive agreement as to what constitutes effective leader¬ 
ship. The literature appears to encourage and validate the use of situational 
leadership as an effective method of making administrative decisions. 
It is the purpose of this investigation to add to the existing in¬ 
formation relative to situational leadership theory and its effectiveness 
as an administrative decision-making process. School systems can further 
use this study as a means of identifying areas for inservice training for 
principals. 
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Reinforcing Behavior of the Principal and Organizational Climate of 
Elementary Schools," (Ph.D. Dissertation, Purdue University, 1972), p. 33. 
CHAPTER III 
DESIGN AND METHODOLOGY 
General School System Profile 
The DeKalb County School System encompasses an area of two hundred 
seventy-five square miles near Atlanta. The school system has an enrollment 
of more than 128,000 students, with the racial composition consisting of 
69% white, 29% black, and 2% other. 
Credited as one of the leading school systems in the Southeast, 
DeKalb County schools offer quality education on every level. The latest 
standardized test results show that DeKalb's students performed one to 
two months ahead of the national average and far above the state and south¬ 
eastern level. DeKalb scholars received thirty percent of the National Merit 
Scholarships awarded to Georgia's students, although the student population 
is only eight percent of the Georgia total. DeKalb entrants to Georgia 
system colleges score 140 points above that of average Georgia freshmen. 
Nearly seventy-five percent (above the national average) of DeKalb's 
students continue their education beyond the twelfth grade. The dropout 
rate in DeKalb is less than one-half of one percent, the lowest in Georgia. 
These achievements are the result of a team approach to quality 
education. Diverse educational services are provided to all students of all 
ages through an instructional program which ranges frcm kindergarten 
through post secondary level, as well as extensive opportunities for 
those with special education needs. The facilities for these services 
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include seventy-nine elementary schools, twenty-two high schools, twelve 
special service centers, two occupational educational centers, Fernbank 
Science Center, and the three campus DeKalb Corrmunity College. A ten- 
station statewide educational network is used to complement other class¬ 
room studies. 
Special programs are available for the mentally, physically and 
emotionally handicapped. These pupils are served in eleven centers and 
in classrooms at the regular school units. Itinerant services are pro¬ 
vided in the areas of speech therapy, home instruction, special help and 
programs for the visually impaired and hearing impaired. Remedial, develop¬ 
mental and enrichment courses are also provided to meet individual needs. 
The secondary school curriculum includes comprehensive programs 
for the college bound, as well as for the student who elects occupational 
and business courses which are particularly enhanced through the program 
at the Occupational Education Centers. Extended day activities include 
literary events, driver education, physical education and athletics. 
Description of Instruments 
The Hersey and Blanchard LEAD-Self Instrument was developed to help 
gain some insight into self-perception of leader behavior. The instrument 
consists of twelve situations, each with four alternative actions from 
which to choose. The principals, as subjects, were asked to respond to the 
twelve items in terms of the way they felt they had behaved in the past 
when faced with situations similar to those described, or in terms of the 
way they felt they would behave if faced with each of the situations described. 
The LEAD-Other Instrument was developed by Hersey and Blanchard to 
measure the leadership style of the leader as perceived by the leader's 
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subordinates. The instrument contains twelve situations, each with four 
alternative actions from which to choose. The departmental chairperson or 
lead teacher, as subordinate, selected the alternative action that they 
felt would most closely describe the behavior of the leader in the situation 
presented based upon their experience with the leader. 
Administration of Instruments and Collection of Data 
Twenty-two high schools and twenty-two elementary schools in DeKalb 
County were chosen for this study. 
The elementary and high school principals were asked to complete 
the Hersey and Blanchard's LEAD-Self Instrument. The departmental chair¬ 
persons in the high schools and the lead teachers in the elementary schools 
were asked to respond to the LEAD-Other Instrument developed by Hersey and 
Blanchard. 
A conference was held with Dr. Donald Schultz, Director of Research 
and Assessment for the DeKalb County Board of Education, to seek approval 
for this study. Approval was granted on November 12, 1979, with the 
following stipulations: 
1. Participation by individual principals and other 
leadership personnel must be optional. 
2, Names of principals and other personnel must 
be keptanonyriDus in the study. 
Permission was granted to meet with the elementary and high school 
principals during the monthly principals' meeting which was held on Tuesday, 
December 4, 1979. During this meeting, the researcher explained the 
rationale for the study, and described the administering of the instruments. 
i 
Each principal received a packet with instructions, instruments, and a 
large self-addressed envelope to return the completed instrument to the 
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researcher when the instruments have been completed. The assistant princi¬ 
pals in charge of instruction in the high schools were delegated the re¬ 
sponsibility of administering the instruments and returning than to the 
researcher. The lead teachers in the elementary schools were given the 
assignment of administering the instruments and returning them to the re¬ 
searcher. 
Data were collected from twenty-two high school principals, twenty- 
two elementary school principals, one hundred eighty-two departmental chair¬ 
persons, and twenty-two lead teachers who were errployed by the DeKalb County 
Board of Education during the 1979-80 school year. The inventory return 
rate from all schools involved in the study was 100%, 
Scoring of Data 
There were two instruments used in the acquisition of data. The 
LEAD-Self Instrument was administered to elementary and secondary principals 
and the LEAD-Other Instrument was administered to the departmental chair¬ 
persons and lead teachers. Hie major difference between the two instruments 
was the phrasing of particular situations. For example, Situation One for 
elementary and secondary principals reads as follows: "Your subordinates 
are not responding lately to your friendly conversation and obvious concern 
for their welfare. Their performance is declining rapidly." On the other 
hand, Situation One for departmental chairpersons and lead teachers reads 
as follows: "Subordinates are not responding lately to this leader's 
friendly conversation and obvious concern for their welfare. Their per¬ 
formance is declining rapidly." There are twelve such situations. 
The scoring procedure is the same for both instruments: +2 to -2. 
However, there are differences in the final assigned value for each situation 
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in terms of High Task/Low Relationship; High Task/High Relationship; High 
Relationship/Low Task; and Low Relationship/Low Task. Following is a general 
statement for each situation and the method for scoring: 
Situation I: Subordinates are no longer responding to 
the leader's friendly conversation and 
obvious concern for their welfare. Their 
performance is declining rapidly. 
Scoring 
1. High Task/Low Relationship = +2 
2. High Task/High Relationship = +1 
3. High Relationship/Low Task = -1 
4. Low Relationship/Low Task = -2 
Situation II; The observable performance of the group 
is increasing. The leader has been 
making sure that all members are aware 
of their responsibilities and expected 
standards of performance. 
Scoring 
1. High Task/Low Relationship = -1 
2. High Task/High Relationship = +2 
3. High Relationship/Low Task = +1 
4. Low Relationship/low Task = -2 
Situation III: Members of the group are unable to solve 
a problem themselves. Their leader has 
normally left then alone. Group per¬ 
formance and interpersonal relations have 
been good. 
Scoring 
1. High Task/Low Relationship = -2 
2. High Task/High Relationship = +1 
3. High Relationship/low Task = +2 
4. Low Relationship/low Task = -1 
Situation IV: The leader is considering a major change. 
Subordinates have a fine record of 
accomplishment. They respect the need 
for change. 
Scoring 
1. High Task/Low Relationship = -2 
2. High Task/High Relationship = -1 
3. High Relationship/Low Task = +1 
4. Low Relationship/Low Thsk = +2 
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Situation V: The performance of the group has been 
dropping during the last few months. 
Members have been unconcerned with meet¬ 
ing objectives. Redefining roles and 
responsibilities has helped in the past. 
They have continually needed reminding 
to have their tasks done on time. 
Scoring 
1. High Task/Low Relationship = +2 
2. High Task/High Relationship = +1 
3. High Rel at ionship / Low Task = -1 
4. Low Relationship/Low Task = -2 
Situation VI: The leader stepped into an efficiently 
run organization, which the previous 
adminstrator tightly controlled. The 
leader wants to maintain a productive 
situation but would like to begin humani¬ 
zing the environment. 
Scoring 
1. High Task/Low Relationship = +2 
2. High Task/High Relationship = +1 
3. High Relationship/Low Task = -1 
4. Low Relationship/Low Task = -2 
Situation VII: The leader is considering changing to a 
structure that will be new to the group. 
Members of the group have made suggestions 
about needed change. The group has been 
productive and demonstrated flexibility 
in its operation. 
Scoring 
1. High Task/Low Relationship = -2 
2. High Task/High Relationship = -1 
3. High Relationship/Low Task = +2 
4. Low Relationship/Low Task = +1 
Situation VIII: Group performance and interpersonal 
relations are good. The leader feels 
somewhat unsure about the lack of di¬ 
rection given to the group by the leader. 
Scoring 
1. High Task/Low Relationship = -2 
2. High Task/High Relationship = -1 
3. High Relationship/Low Task = +1 




Hie leader has been appointed by a superior 
to head a task force that is far overdue in 
making requested recommendations for change. 
Hie group is not clear on its goals. Atten¬ 
dance at sessions has been poor. Meetings 
have turned into social gatherings. 
Potentially the group has the talent necessary 
to help. 
Scoring 
1. High Task/Low Relationship = +2 
2. High Task/High Relationship = +1 
3. High Relationship/Low Task = -1 
4. Low Relationship/Low Task = -2 
Subordinates, usually able to take responsi¬ 
bility, are not responding to the leader's 




1. High Task/Low Relationship = -2 
2. High Task/High Relationship = +2 
3. High Relationship/Low Task = +1 
4. Low Relationship/Low Task = -1 
Hie leader has been promoted to a new 
position. The previous administrator was 
uninvolved in the affairs of the group. 
Hie group has adequately handled its 
tasks and direction. Group interrelations 
are good. 
Scoring 
1. High Task/Low Relationship = -2 
2. High Task/High Relationship = -1 
3. High Relationship/Low Task = +2 
4. Low Relationship/Low Task = +1 
Recent information indicates some internal 
difficulties among subordinates. The group 
has a remarkable record of accomplishment. 
Members have effectively maintained long- 
range goals. They have worked in harmony 
for the past year. All are well qualified 
for the task. 
Scoring 
1. High Task/Low Relationship = -2 
2. High Task/High Relationship = -1 
3. High Relationship/Low Task = +1 
4. Low Relationship/Low Task = +2, 
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Each situation is measured on a scale from +2 to -2 which is based 
on the Hersey and Blanchard's Situational Leadership Theory. The leader 
behavior with the highest probability of success in a given situation is 
always weighted at +2. The behavior with the lowest probability of success 
is always weighted at -2. The second best alternative is weighted a +1 
and the third is a -1. The rating scale will be used to determine the 
extent of task and relationship orientation. 
The theoretical range of scores on the instrument is +24 to -24. 
The established norm for effective leadership is -6 to 46; this was based 
on a sample of over twenty thousand middle managers from fourteen different 
cultures with 83 percent of the sample scoring between -6 and +6. If a 
score is below -6, the leader is said to be ineffective. 
RESEARCH MODEL DESIGN 
Introduction 
Educational writers and researchers in school administration 
have conducted statistical studies on situational leadership with end 
results being the identification of a certain set of variables or charac¬ 
teristics. This model design will examine situational leadership in 
terms of two variables, task oriented and relationship oriented, as 
perceived by principals, departmental chairpersons, and lead teachers. 
The main focus is to establish an equal weighted relationship between 
variables with special attention on partial and total deviation within 
the selected population. In order to depict the above notions and 
concerns, this model was constructed. 
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Model Design 
Model Purpose: lb provide a vehicle for the collection 
and interpretation of data in reference 
to the statistical relationships of 



















Task oriented and relationship oriented will be cross- 
tabbed with each segment of the selected population: 
Group A and Group B. This cross-sectional perception 
on public school situational leadership will enhance 
the final inferences of this study. 
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Data Treatment 
After distribution of the instruments and coding of data, the 
following statistical functions will be performed. 
1. Frequency Distributions - This will give a range of 
measurements which indicate how the population re¬ 
sponded to various it ans on the inventory. This will 
be displayed in terms of percentages and proportions. 
2. Central Tendency - Functions regarding central tendency 
will yield information concerning the average of the 
score (mean), the midpoint of the range (median), and 
the highest point of the distribution (mode). 
3. Variability - Functions regarding variability will 
describe how much relative similarity or variation 
exists among the measures in the distribution. 
4. Correlation - This function will give the association 
or disassociation among the groups in the population. 
Chi-Square Analysis - This function will be used in 
hypotheses testing in order to determine the signifi¬ 




DATA PRESENTATION AND ANALYSIS 
INTRODUCTION 
The overall purpose of this investigation was to determine secondary 
and elementary principals' perceptions of themselves as compared with the 
perceptions of their subordinates (departmental chairpersons and lead 
teachers) in reference to effective or ineffective leadership styles. 
Data on these perceptions were gathered and measured in terms of twelve 
situations on the Hersey and Blanchard's Lead-Self and Lead-Other Instru¬ 
ments. Tie two major areas of concern were task behavior and relationship 
behavior. Task behavior refers essentially to the extent to which a leader 
engages in one-way cannunication by explaining the task of each subordinate, 
and when, where, and how these tasks are to be accomplished. Relationship 
behavior is the extent to which a leader engages in two-way cannunication 
by providing socio-emotional support, "psychological strokes", and facili¬ 
tating behavior. 
For the purpose of statistical evaluation, these two behaviors were 
measured in terms of High Task/Low Relationship (HT/LR), High Task/High 
Relationship (HT/HR), High Relationship/Low Task (HR/LT), and Low Relation¬ 
ship/Low Task (LR/LT). 
The scoring ranged from +2 to -2 with different assigned values 
for each situation. For example, Situation One was scored in this manner: 
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HT/LR = +2; HT/HR = +1; HR/LT = -1; and LR/LT = -2. Situation Two had this 
scoring arrangement : HT/HR = +2 ; HT/LR = -1 ; HR/LT = +1 ; and LR/LT = -2. 
Data interpretation was based upon the following: 
(a) If HT/LR has a high probability, then HT/HR is second, 
HR/LT is third, and LR/LT has a low probability. 
(b) If HT/HR has a high probability, then HR/LT is second, 
HT/LR is third, and LR/LT has a low probability. 
(c) If HR/LT has a high probability, then HT/HR is second, 
LR/LT is third, and HT/LR has a low probability. 
(d) If LR/LT has a high probability, then HR/LT is second, 
HT/HR is third, and HT/LR has a low probability. 
In order to add clarity and structure to the presentation of chapter 
four, it was divided into four analytical topics with a written evaluation 
statement followed by charted data. These topics are given below: 
(a) Demographic and Descriptive Information 
(b) Perceptual Inter-Relationships Among the 
Groups on Each Situation 
(c) Inference Analysis for Each Situation 
(d) Effectiveness and Ineffectiveness of Leadership 
Styles 
(e) Testing of Hypotheses. 
Demographic and Descriptive Information 
This section will give a detailed picture of the total population 
in terms of the four groups. Frequency distribution and percentages were 
the statistical tools used in the computation of data. Since the two in¬ 
struments were administered to each group in separate sessions, the return 
rate was one hundred percent. As shown in Table 1, there were twenty-two 
secondary principals, elementary principals, and lead teachers, each 
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comprising 8.9% of the total sample. There were 182 departmental chair¬ 
persons or 73.3% of the total. The total population sample was 248. 
TABLE 1 
POPULATION DISTRIBUTION 
Groups Frequency Percentage of Total 
Secondary Principal 22 8.9% 
Departmental Chairpersons 182 73.3% 
Elementary Principals 22 8.9% 
Lead Teachers 22 8.9% 
Total 248 100.0% 
As shown in Table 2, the number of years in present positions had a 
yearly range from one year to over twenty-five years. The breakdown was 
as follows: 105 in the 1-5 years interval (42.3%); 67 in the 6-10 years 
interval (27.0%); 42 in the 11-15 years interval (17.0%); 16 in the 16- 
20 years interval (6.5%); 13 in the 21-25 years interval (5.2%); and 5 in 
the over 25 years interval (2.0%). 
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TABLE 2 
NUMBER OF YEARS IN PRESENT POSITION 
Groups 1-5 6-10 11-15 16-20 21-25 Over 25 
Years Years Years Years Years Years 
Secondary Principals 11 8 2 0 1 0 
Departmental Chairpersons 68 53 34 13 9 5 
Elementary Principals 5 5 6 3 3 0 
Lead Teachers 21 1 0 0 0 0 
Total 105 67 42 16 13 5 
(42.3%) (27.0%) (17.0%) (6.5%) (5.2%) (2.0%) 
Data in Table 3 reveal that the total population consisted of 
105 males (42.3%) and 143 females (57.2%). However, 99.3% (N=142) of all 




DISTRIBUTION BY SEX 
Groups Male Female Total 
Secondary Principals 21 1 22 
Departmental Chairpersons 59 123 182 
Elementary Principals 22 0 22 
Lead Teachers 3 19 22 
Total 105 (42.3%) 143 (57.7%) 248 (100%) 
In terms of race, there were 224 whites (90.3%) and 24 blacks 
(9.7%) in these four groups, as shown in Table 4. Only 1.2 percent 
(N=3) of the total population was black secondary or elementary princi¬ 
pals. At the departmental level, there were twenty blacks which are 
8.1 percent of the total population. 
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TABLE 4 
DISTRIBUTION BY RACE 
Groups Black White Tbtal 
Secondary Principals 2 20 22 
Departmental Chairpersons 20 162 182 
Elementary Principals 1 21 22 
Lead Teachers 1 21 22 
Tbtal 24 (9.7%) 224 (90.3%) 248 (100%) 
Each participant in the study was asked to give his highest level 
of academic preparation—nineteen were at the Bachelor of Arts level (7.7%) 
and 153 were at the Master of Arts level (61.7%). The Educational 
Specialist level had sixty-four participants (25.8%). The Doctorate level 
had twelve participants (4.8%). Finally, only departmental chairpersons 
indicated the Bachelor of Arts as the highest earned academic degree. 
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TABLE 5 
HIGHEST ACADEMIC PREPARATION LEVEL 










Secondary Principals 0 7 12 3 
Departmental 
Chairpersons 19 23 38 2 
Elementary Principals 0 7 8 7 
Lead Teachers 0 16 6 0 
Tbtal 19 (7.7%) 153 (61.7%) 64 (25.8%) 12 (4.8*5 
The ages of the participants ranged from twenty-one years to 
sixty years with four intervals. The breakdown was as follows: 24 in the 
21-30 years interval (9.7%); 99 in the 31-40 years interval (40.0%); 81 in 
the 41-50 years interval (32.7%); and 41 in the 51-60 years interval (16.6%). 
Secondary and elementary principals tended to be older than departmental 




Groups Age Range 
21-30 31-40 41-50 51-60 
Years Years Years Years 
Secondary Principals 0 9 11 2 
Departmental Chairpersons 20 76 51 32 
Elementary Principals 0 7 12 3 
Lead Teachers 4 7 7 4 
Total 24 (9.7%) 99 (40.0%) 81 (32.7%) 41 (16.6< 
Three departmental chairpersons did not check the age range; there¬ 
fore, the total percentage is only 99.0% (N=245), 
PERCEPTUAL INTER-RELATIONSHIPS 
AMONG THE GROUPS ON EACH SITUATION 
WITH HERSEY/BLANCHARD'S SOLUTIONS 
Correlation coefficient was used to determine the extent of inter¬ 
relationships on the twelve situations. The direction of these relation¬ 
ships will be expressed as either positive or negative. This determination 
is based upon the sign of the coefficient. The values for each coefficient 
are between +1.00 and -1.00, A plus one (+1.00) is perfect positive 
correlation and this means there is a direct relationship. A correlation 
value of minus one (-1.00) is perfect negative correlation. This suggests 
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an indirect relationship. A value of zero suggests the absence of a relation¬ 
ship; therefore, no statistical relationships exist among the groups. 
Each situation will be stated first followed by a solution's state¬ 
ment from Hersey and Blanchard in terms of task behavior and relationship 
behavior. A written justification for these solutions is given on pages 
257-271 in their book entitled: Management of Organizational Behavior: 
Utilizing Human Resources. Finally, a written evaluation will be stated 
based upon the charted data. 
Situation I: Subordinates are no longer responding to 
the leader's friendly conversation and 
obvious concern for their welfare. Their 
performance is declining rapidly. 
Hersey/B1 anchard ' s Solut ion : The leader's best bet in the 
short run is to cut back significantly on relationship be¬ 
havior and increase task behavior (High Task/Low Relation¬ 
ship) . 
According to the information in Table 7, 23.8% (N=59) felt that high 
task/low relationship was the best solution. The percentage rating of high 
task/high relationship was 58.9% (N=146), high relationship/low task had a 
16.1% rating (1^=40), and low relationship/low task had a 1.2% rating (N=3). 
Since the correlation coefficient is a +.0364, there is a positive correlation 
among the groups, but quite low. 
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TAELJE 7 
INTER-CORRELATION OF SITUATION ONE 









Secondary Principals 14 5 3 0 
Departmental Chairpersons 98 48 33 3 
Elementary Principals 17 2 3 0 
Lead Teachers 17 4 1 0 
Total 146 (58.9%) 59 (23.8%) 40 (16.1%) 3 (1 
Statistical Measurement 
Correlation Coefficient = +.0364 
Situation II: The observable performance of the group 
is increasing. The leader has been making 
sure that all members are aware of their 
responsibilities and ejqpected standards 
of performance. 
Hersey/B1anchard's Solution : The leader should reduce in 
structure (task behavior) and increase in socio-emotional 
support (high task/high relationship). 
Ihe data in Table 8 reveal that the total population ranked high 
task/high relationship at a 55.6% rate (N=138). High relationship/low task 
had a 33.1% rate (N=82), high task/low relationship had a 4.0% rate (N=10), 
and low relationship/low task had a 7.3% rate (N=18). Since the correlation 
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coefficient is -.0417, there is a negative correlation among the groups. 
TABLE 8 
INTER-CORRELATION FOR SITUATION TWO 
Groups Situational Responses 
HT/HR HT/LR HR/LT LR/LT 
+2 -1 +1 -2 
Secondary Principals 11 0 10 1 
Departmental Chairpersons 105 9 54 14 
Elementary Principals 11 0 11 0 
Lead Teachers 11 1 7 3 
Total 138 (55.6%) 10 (4.0%) 82 (33.1%) 18 (7.3%) 
Statistical Measurement 
Correlation Coefficient = -.0417 
Situation III: Members of the group are unable to solve 
a probien themselves. Their leader has 
normally left them alone. Group per¬ 
formance and interpersonal relations have 
been good. 
Hersey/Blanchard1 s Solution : The leader's best bet is to 
open up communication channels again by calling the group 
together to facilitate problem solving (high relationship/ 
low task). 
The high relationship/low task had a 27.8% rate (N=69) with a 58.9% 
rate for high task/high relationship (N=146), Low relationship/low task 
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had a 6.0% rate (It=15), while high task/low relationship had a 7.3% rate 
(N=18). Since the correlation coefficient is a +.0140, there is a positive 
correlation among the groups. 
TABLE 9 
INTER-OORRELATICN FOR SITUATION THREE 
Groups Situational Responses 
HT/HR HT/LR HR/LT LR/LT 
+1 -2 +2 -1 
Secondary Principals 15 1 4 2 
Departmental Chairpersons 96 17 59 10 
Elanentary Principals 19 0 3 0 
Lead Teachers 16 0 3 3 
Total 146 (58.9%) 18 (7.3%) 69 (27.8%) 15 (6.0Î 
Statistical Measurement 
Correlation Coefficient = +.0140 
Situation IV: The leader is considering a major change. 
Subordinates have a fine record of accomplish¬ 
ment . They respect the need for change. 
Hersey/Blanchard's Solution : Since the leader is considering 
a major change and the members of the group are mature and 
respect the need for change, the leader's best bet is to 
permit the group to develop its own direction in terms of 
the change (low relationship/low task). 
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According to data in Table 10, 4.8% of the total population (N=12) 
felt that low relationship/low task was the solution. The high relationship/ 
low task interval had a 22.2% rate (N=55), high task/high relationship had a 
66.1% rate (N=164), with a 6.9% rate for the high task/low relationship. 
Since the correlation coefficient is a +.0544, there is a positive correlation 
among the groups. 
TABLE 10 
INTER-OORRELATION FOR SITUATION FOUR 
Groups Situational Responses 
HT/HR HT/LR HR/LT LR/LT 
-1 -2 +1 +2 
Secondary Principals 14 0 7 1 
Departmental Chairpersons 125 16 31 10 
Elementary Principals 10 1 10 1 
Lead Teachers 15 0 7 0 
Total 164 (66.1%) 17 (6.9%) 55 (22.2%) 12 (4.! 
Statistical Measurement 
Correlation Coefficient = +.0544 
Situation V: The perfoimance of the group has been dropping 
during the last few months. Members have been 
unconcerned with meeting objectives. Rede¬ 
fining roles and responsibilities has helped 
in the past. They have continually needed 
reminding to have their tasks done on time. 
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Hersey/Blanchard[s Solution: The leader's best bet in 
the short run should be to engage in task behavior which 
will define roles and spell out tasks (high task/low 
relationship). 
High task/low relationship had a 51.2% rate (N=127) with 37.1% rate 
(N=92) for high task/high relationship. High relationship/low task had a 
10.5% rate (N=26) while low relationship/low task had a 1.2% rate (N=3). 
Since the correlation coefficient is -.0736, there is a negative correlation 
among the groups. 
TABLE 11 
INTER-00RRELATI0N FOR SITUATION FIVE 









Secondary Principals 7 13 2 0 
Departmental Chairpersons 73 91 15 3 
Elementary Principals 5 12 5 0 
Lead Teachers 7 11 4 0 
Total 92 (37.1%) 127 (51.2%) 26 (10.5%) 3 Cl 
Statistical Measurement 
Correlation Coefficient = -.0736 
Situation VI: The leader stepped into an efficiently run 
organization, which the previous administrator 
tightly controlled. The leader wants to 
maintain a productive situation but would like 
to begin humanizing the environment. 
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Hersey/B1 anchard1 s Solut ion : The best bet is to maintain 
some structure but give the group opportunities to increase 
responsibility. This behavior should be reinforced by 
increases in socio-emotional support (high task/low 
relationship). 
According to the charted data in Table 12, 56.1% of the total popu¬ 
lation (N=139) felt that high task/low relationship was the main solution 
with a 6.0% rate for high task/high relationship (1SKL50). High relationship/ 
low task had a 34.7% rate (N=86) while low relationship/low task had a 3.2% 
rate (N=8). Since the correlation coefficient is -.0921, there is a 
negative correlation among the groups. 
TABLE 12 
INTER-CORRELATION FOR SITUATION SIX 









Secondary Principals 0 16 6 0 
Departmental Chairpersons 15 99 60 8 
Elementary Principals 0 14 8 0 
Lead Teachers 0 10 12 0 
Total 15 (6.1%) 139 (56.1%) 86 (34.7%) 8 (3 
Statistical Measurement 
Correlation Coefficient -.0921 
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Situation VII: The leader is considering changing to 
a structure that will be new to the 
group. Meriters of the group have made 
suggestions about needed change. The 
group has been productive and demonstrated 
flexibility in its operation. 
Hersey/BlanChard's Solution: The leader's best bet is to 
continue to keep comnunication channels open with the group. 
Some participation with the leader, however, may be needed 
because the change is venturing into areas in which the group 
has less experience (high relationship/low task). 
Hie data in Table 13 shows that the total population ranked high 
relationship/low task with a 43.5% rate (N=108) while low relationship/low 
task had a .40% rate (N=l). High task/high relationship had a 49.2% rate 
(N=122), and a 6.0% rate (N=17) for high task/low relationship. Since the 
correlation coefficient is +.0298, there is a positive correlation among 
the groups. 
TABLE 13 
INTER-CORRELATION KB SITUATION SEVEN 







Secondary Principals 11 1 10 0 
Departmental Chairpersons 88 15 78 1 
Elementary Principals 11 1 9 0 
Lead Teachers 11 0 11 0 
Tbtal 122 (49.2%) 17 (6.9%) 108 (43.5%) 1 (.40%) 
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Statistical Measurement 
Correlation Coefficient = +.0298 
Situation VIII: Group performance and interpersonal re¬ 
lations are good. The leader feels some¬ 
what unsure about the lack of direction 
given to the group by the leader. 
Hersey/Blanchard's Solution: The leader's best action is to 
continue to permit the group to provide much of its own 
structure and socio-emotional support (low relationship/low 
task). 
According to the data in Table 14, 12.1% (N=30) of the total 
population felt that low relationship/low task was the main solution. 
The percentage rating of high relationship/low task was 32.3% (N=80), 
high task/high relationship had a 27.8% rate (N-69), and high task/low 
relationship had a 27.8% rate (N=69). Since the correlation coefficient 
is a +.0699, there is a positive correlation among the groups. 
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TABLE 14 
INTER-CORRELATION ïOR SITUATION EIGHT 
Groups Situational Responses 
HT/HR HT/LR HR/LT LR/LT 
-1 -2 +1 +2 
Secondary Principals 9 4 7 2 
Departmental Chairpersons 53 53 55 21 
Elementary Principals 3 6 9 4 
Lead Teachers 4 6 9 3 
Total 69 (27.8%) 69 (27.8%) 80 (32.3%) 30 (12 
Statistical Measurement 
Correlation Coefficient = +.0699 
Situation IX: The leader has been appointed by a superior 
to head a task force that is far overdue in 
making requested recommendation for change. 
The group is not clear on its goals. 
Attendance at sessions has been poor. 
Meetings have turned into social gatherings. 
Potentially the group has the talent necessary 
to help. 
Hersey/Blanchard's Solution: The leader's best bet in the 
short run will be to initiate structure with this group, that 
is, organize and define the roles of the members of the task 
force (high task/low relationship). 
The high task/low relationship interval had a 60.5% rate (N=150) with 
a 32.2% rate (I£=80) for high task/high relationship. High relationship/low 
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task had a 6,5% rate (N=16) while low relationship/low task had a .80% rate 
(N=2). Since the correlation coefficient is -.0924, there is a negative 
correlation among the groups. 
TABLE 15 
INTER-CORRELATION FOR SITUATION NINE 









Secondary Principals 8 14 0 0 
Departmental Chairpersons 56 112 12 2 
Elementary Principals 7 14 1 0 
Lead Teachers 9 10 3 0 
Total 80 (32.2%) 150 (60.5%) 16 (6.5%) 2 (.80! 
Statistical Measurement 
Correlation Coefficient = -.0924 
Situation X; Subordinates, usually able to take re¬ 
sponsibility, are not responding to the 
leader's recent redefining of standards. 
Hersey/Blanchard1 s Solution : The leader's best bet now is 
to keep cormnunication channels open and to delegate more 
responsibility, but also be sure that the goals and ob¬ 
jectives of the organization are maintained by a moderate 
degree of structure (high task/high relationship). 
65 
The population rated high task/high relationship with a 58.1% rate 
(N=144) while the percentage rating for high relationship/low task was 10.9% 
(N=27). Low relationship/low task had a 3.2% rate (N=8) and high task/low 
relationship had a 27.8% rate (N==69). Since the correlation coefficient is 
+.1196, there is a positive correlation among the groups. 
TABLE 16 
INTER-OORRELATION FOR SITUATION TEN 
Groups Situational Responses 
HT/HR HT/LR HR/LT LR/LT 
+2 -2 +1 -1 
Secondary Principals 13 6 3 0 
Departmental Chairpersonsl02 55 17 8 
Elementary Principals 13 7 2 0 
Lead Teachers 16 1 5 0 
Total 144 (58.1%) 69 (27.8%) 27 (10.9%) 8 (3.2%) 
Statistical Measurement 
Correlation Coefficient = +.1196 
Situation XI : The leader has been promoted to a new 
position. The previous administrator 
was uninvolved in the affairs of the 
group. Hie group has adequately handled 
its tasks and direction. Group inter¬ 
relations are good. 
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Hersey/Blanchard ' s Solution : The new leader's best bet 
is to continue to permit the group to structure much of 
its own activities but provide for some focus on improving 
what is now adequate output. It is also necessary to 
open up comnunication channels to establish the position 
of the leader and gain support with this group (high 
relationship/low task). 
According to the date in Table 17, high relationship/low task had 
a 56.0% rate (N=139) with a 10.5% rate (f£=26) for low relationship/low task. 
High task/high relationship had a 25.4% rate (N=63) with a 8.1% rate (N=20) 
for high task/low relationship. Since the correlation coefficient is +.0051, 
there is a positive correlation among the groups. 
TABLE 17 
INTER-CORRELATICN FOR SITUATION ELEVEN 









Secondary Principals 4 0 16 2 
Departmental Chairpersons 46 20 93 23 
Elementary Principals 5 0 17 0 
Lead Teachers 8 0 13 1 
Total 63 (25.4%) 20 (8.1%) 139 (56.0%) 26 (10 
Statistical Measurement 
Correlation Coefficient +.0051 
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Situation XII: Recent information indicates some internal 
difficulties among subordinates. The 
group has a remarkable record of accomplish¬ 
ment. Members have effectively maintained 
long-range goals. They have worked in 
harmony for the past year. All are well 
qualified for the task. 
Hersey/Blanchard's Solution: The leader's best bet in the 
short run will be to allow group members to solve their 
own problems Clow relationship/low task). 
According to the data in Table 18, 12.9% rate (N=32) of the total 
population felt that low relationship/low task was the main solution. High 
relationship/low task had a 70.6% rate (N=175), high task/high relationship 
had a 6.0% rate (N=15) and high task/low relationship had a 10.5% rate (N=26). 
Since the correlation coefficient is +.0592, there is a positive correlation 
among the groups. 
TABLE 18 
INTER-CORRELATION FOR SITUATION TWELVE 









Secondary Principals 0 2 18 2 
Departmental Chairpersons 14 21 123 24 
Elementary Principals 1 1 16 4 
Lead Teachers 0 2 18 2 
Total 15 (6.0%) 26 (10.5%) 175 (70.6%) 32 (12.9%) 
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Statistical Measurement 
Correlation Coefficient = +.0592 
In order to show the similarities and differences among the groups 
in this study in relationship to the Hersey/Blanchard's solutions for the 
situations in a conposite manner, the following table was constructed. 
Ihe participants in this study agreed and disagreed with the Hersey/Blanchard's 
solutions at the same percentage rate, 50.0%. Agreement occurred for 
situations: Two, Five, Six, Nine, Ten, and Eleven. Disagreement occurred 
for situations: One, Three, Four, Seven, Eight, and Twelve. 
TABLE 19 







One HT/LR HT/HR No 
Two HT/HR HT/HR Yes 
Three HR/LT HT/HR No 
Four LR/LT HT/HR No 
Five HT/LR HT/LR Yes 
Six HT/LR HT/LR Yes 
Seven HR/LT HT/HR No 
Eight LR/LT HR/LT No 
Nine HT/LR HT/LR Yes 
Ten HT/HR HR/HR Yes 
Eleven HR/LT HR/LT Yes 
Twelve LR/LT HR/LT No 
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Inference Analysis for Each Situation 
Inference analysis refers to the ability to determine whether 
or not there is a significant difference among the four groups in 
terms of each situation. Chi-square was utilized as the statistical 
measure to mate this determination. Hie level of significance was 
.05. If the computed value for chi-square is greater than the table 
value, there is a significant difference within the population. 
Conversely, if the computed value for chi-square is less than the 
table value, there is not a significant difference within the popu¬ 
lation. 
According to the data in Table 20, there was a significant 
difference within the population on situation three with a non¬ 
significant difference for the remaining situations. 
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TABLE 20 
CHI-SQUARE ANALYSIS OF SITUATIONS 
Situations Computed X2 Degrees of 
Freedom 
Table X2 Significant 
One 9.75 9 16.92 No 
Two 9.35 9 16.92 No 
Three 18.68 9 16.92 Yes 
Pour 16.44 9 16.92 No 
Five 8.76 9 16.92 No 
Six 13.21 9 16.92 No 
Seven 3.17 9 16.92 No 
Eight 6.82 9 16.92 No 
Nine 5.71 9 16.92 No 
Ten 12.09 9 16.92 No 
Eleven 16.39 9 16.92 No 
Twelve 6.59 9 16.92 No 
Effectiveness and Ineffectiveness 
of Leadership Styles 
The effective and ineffective leadership dimensions were based on 
the total score of each participant with cancellation of negative and 
positive scores. For this computation process, refer to Appendix Ihree. 
Ihe effective range is from +1 to +24 and the ineffective range is from 
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-1 to -24. Hersey and Blanchard used twenty thousand middle managers from 
fourteen cultures to establish a norm of -6 to +6 for effective leadership. 
If a score is below -6, the leader is said to be ineffective. Eighty-three 
percent of this sample fell within the effective range. 
Principals in the study were rated higher than the norm range of Hersey 
and Blanchard by their subordinates, as well as by themselves. In Table 21, 
secondary principals rated themselves with a +10 and their subordinates (de¬ 
partmental chairpersons) rated them at a +7.7. Hie percentage difference is 
2.3%. Elementary principals rated themselves with a +10.1 and their sub¬ 
ordinates (lead teachers) rated them at +9.1. The percentage difference is 
one percent. The overall rating for the total population was a +8.2. 
TABLE 21 
RATING OF LEADERSHIP STYLES 
Groups Population Value Composite Score Average 
Secondary Principals 22 220 +10 
Departmental Chairpersons 182 1395 +7.7 
Elementary Principals 22 221 +10.1 
Lead Teachers 22 201 +9.1 
Total 248 2037 +8.2 
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Testing of Hypotheses 
There were three null hypotheses in the study which are statements 
of no significant difference. The basis for the testing of these hypotheses 
is the same procedures outlined in the section on inference analysis. Once 
again, chi-square was utilized. Each hypothesis will be restated followed 
by a written evaluation based upon charted information. 
HQ^: There will be no significant difference between princi¬ 
pals and their subordinates in reference to the effective¬ 
ness or ineffectiveness of leadership styles. 
The percentages in Table 22 were computed based upon each group and 
not the total population. Since the computed value for chi-square (13.74) is 
greater than the table value for chi-square (3.841) at the .05 level of signifi¬ 
cance with one degree of freedom, the null hypothesis is rejected and there is 
a significant difference between principals and subordinates in reference to 
the effectiveness and ineffectiveness of leadership styles. 
TABLE 22 
ANALYSIS OF HYPOTHESIS ONE 
Groups Styles of Leadership 
Effective Frequency Ineffective Frequency 
Principals (N=44 ) 36 (81.8%) 8 (18.2%) 
Subordinates (N=204) 121 (59.3%) 83 (40.7%) 
Total 157 91 
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IK>2: There will be no significant difference between high 
school principals and elementary principals in reference 
to the effectiveness or ineffectiveness of leadership 
styles. 
Since the computed value for chi-square (10.34) is greater than the 
table value for chi-square (3.841) at the .05 level of significance with one 
degree of freedom, the null hypothesis is rejected and there is a signifi¬ 
cant difference between secondary principals and elementary principals in 
reference to the effectiveness or ineffectiveness of leadership styles. 
TABLE 23 
ANALYSIS OF HYPOTHESIS TWO 
Groups Styles of Leadership 
Effective Frequency Ineffective Frequency 
Secondary Principals (N-22) 





Total 36 8 
HO^c There will be no significant difference between de¬ 
partmental chairpersons and lead teachers in reference 
to the effectiveness or ineffectiveness of leadership 
styles. 
Since the conputed value for chi-square (8.74) is greater than the 
table value for chi-square (3.841) at the .05 level of significance with 
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one degree of freedom, the null hypothesis is rejected and there is a 
significant difference between departmental chairpersons and lead teachers 
in reference to the effectiveness or ineffectiveness of leadership styles. 
TABLE 24 
ANALYSIS OF HYPOTHESIS THREE 






Departmental Chairpersons (IKL82) 109 (59.9%) 73 (40.1%) 
Lead Teachers (N=22) 12 (54.5%) 10 (45.5%) 
Total 121 83 
CHAPTER V 
SUMMARY, FINDINGS, CONCLUSIONS, RECOMMENDATIONS, 
AND IMPLICATIONS 
Sunmary 
This summation will deal with non-data information with alphas is 
on the purpose of the study, population description, related literature, 
and hypotheses to be tested. All data will be found in the findings. 
The purpose of this study was to focus upon three participant 
groups in the school setting—principals, departmental chairpersons, and 
lead teachers—and to analyze how they perceived the leadership style of 
the school leader. Twelve leadership situations were examined in reference 
to task and relationship orientation. The final outcome was an analysis 
as to whether or not the styles of leadership were effective or ineffective. 
Ihe Hersey and Blanchard's Lead-Self and Lead-Other Instruments were used 
for the gathering of data. 
The population sample included twenty-two elementary schools 
randomly selected from seventy-nine schools in DeKalb County, Georgia, 
and sub-divided in the following geographic locations—seven from the 
North area, eight from the Central area, and seven from the South area, 
providing a sample of twenty-two schools. There are twenty-two high schools 
in DeKalb County, and the researcher obtained participation from all twenty- 
two high schools. The population sample consisted of twenty-two high 
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school principals, twenty-two elementary principals, twenty-two lead teachers, 
and one hundred eighty-two departmental chairpersons for a total of two hun¬ 
dred forty-eight participants in the study. 
The literature gave evidence that over the last few decades, people 
in the field of management and leadership have been involved in a search 
for a "best" style of leadership. Yet, the evidence from research clearly 
indicates that there is no single all-purpose leadership style. Success¬ 
ful and effective leaders are those who can adapt their behavior to meet 
the demands of their own unique situation. For sane time, it was believed 
that task and relationship were either/or styles of leadership and, there¬ 
fore, could be shown as a continuum, moving from very authoritarian leader 
behavior (task) at one end to very democratic leader behavior (relation¬ 
ship) at the other. The literature suggests very strongly, however, that 
the style of leadership used may be effective or ineffective dependent upon 
the situation. 
Taking into consideration the purpose of the study, the population 
sample, and the related literature, the following hypotheses were developed: 
There will be no significant difference between 
principals and their subordinates in reference to 
the effectiveness or ineffectiveness of leadership 
styles. 
H02: There will be no significant difference between 
high school principals and elementary principals 
in reference to the effectiveness or ineffectiveness 
of leadership styles. 
HDg : There will be no significant difference between 
departmental chairpersons and lead teachers in 
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reference to the effectiveness or ineffectiveness 
of leadership styles. 
Findings 
The following findings are based upon data analysis 
1. Ihe total population consisted of 248 participants with 42.3% 
(N=105) in their present school positions (secondary principals, elementary 
principals, lead teachers, or departmental chairpersons) from 1-5 years and 
only 2.0% (N=5) over twenty-five years. The sexual distribution was 42.3% 
male and 57.7% female. There were more males at the principalship level 
than female at the rate of 43 to 1. The racial breakdown was 90.3% white 
and 9.7% black. There were more whites at the principalship level at the 
rate of 41 to 3. In terms of academic preparation level, 92.3% of the 
total population was at the master, specialist, or doctorate level. The 
age range for the population was from twenty to sixty years of age with 
72.6% (N=180) in a range from 31 to 51 years of age. 
2. There were positive correlations among the four groups on 
eight situations: 1, 3, 4, 7, 8, 10, 11, and 12 with negative correlations 
on four situations: 2, 5, 6, and 9. In comparing the total population 
solutions with those of Hersey/Blanchard, there were a 50% agreement rate 
and a 50% disagreement rate. Disagreement occurred on situations: 1, 3, 
4, 7, 8, and 12. Agreement occurred on situations: 2, 5, 6, 9, 10, and 11. 
3. In terms of inference analysis for each situation with the 
utilization of chi-square, there were eleven situations in which non¬ 
significant differences existed within the total population. The signifi¬ 
cant situation was number three which dealt wdth the inability of group 
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members to solve problems for themselves. 
4. The comparison of effective and ineffective leadership styles 
according to Hersey/Blanchard mean range of +6 to -6, the total population 
rated principals at a +8.2. Secondary principals and elementary principals 
rated themselves almost at the same rate—+10.0 and +10.1, respectively. 
Lead teachers rated elementary principals higher than departmental chair¬ 
persons—+9.1 and +7.7, respectively. 
5. The hypotheses dealt with effective and ineffective leadership 
styles by utilizing three crosstabulations : principals with subordinates, 
elementary principals with secondary principals, and departmental chair¬ 
persons with lead teachers. The percentages below are based upon each 
crosstabulation. Principals felt that they were effective at a 81.8% rate 
and ineffective at a 18.2% rate. Subordinates rated principals as being 
effective at 59,3% rate and ineffective at 40,7% rate. On the next cross¬ 
tabulation, secondary principals felt their leadership styles were effective 
at a 77.3% rate and ineffective at a 22,7% rate, Elementary principals 
rated themselves as effective at a 86.4% rate and ineffective at a 13.6% 
rate. On the last crosstabulation, departmental chairpersons felt that 
secondary principals were effective in terms of leadership styles at a 
59.9% rate and ineffective at a 40,1% rate. Lead teachers felt that ele¬ 
mentary principals were effective at a 54,5% rate and ineffective at a 
45.5% rate. There were significant differences on all three hypotheses 
with the utilization of chi-square at the ,05 level of significance within 




Hie following conclusions are based upon data analysis and the 
findings: 
1. The total population perceptions of leadership styles in 
reference to the twelve situations were more toward relationship behavior 
than task behavior. However, secondary and elementary principals were more 
in the task behavior direction than their subordinates. Subordinates tended 
to perceive relationship behavior as the main solution to the twelve situations. 
In comparison with Hersey/Blanchard main solutions for the twelve situations, 
the total population agreed with these solutions at a 50.0% rate. However, 
the total population felt that high task must be followed by high relation¬ 
ship and high relationship should be followed by low task, 
2. Non-significant differences on eleven out of twelve of the 
situations show the lack of wider dispersions on the perceptions of leader¬ 
ship styles within the total population. The significant differences on 
situation three suggest that subordinates do have scxne difficulties in 
problem solving without the aid of the school leader. Relationship super¬ 
vision is more effective than task supervision. 
3. Secondary and elementary principals exhibited higher leadership 
styles than the Hersey/Blanchard mean range of +6 to -6. Elementary princi¬ 
pals were mare effective than secondary principals. The higher mean range 
may be attributed to the size of the sample and to the fact that partici¬ 
pation came from only two ethical cultures. 
4. According to hypotheses’ analysis, secondary and elementary 
principals rated themselves higher on effective leadership styles than the 
rating of their subordinates with a percentage difference of 21.8%. 
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More elementary principals than high school principals were rated within 
the effective range of leadership with a percentage difference of 9.1% in 
favor of elementary principals. Departmental chairpersons rated secondary 
principals' styles of leadership more effective than the styles of elementary 
principals with a percentage difference of 4.6%. There were significant 
relationships on all of the three hypotheses in the study. 
Recoirmendat ions 
The following reconmendations are based upon data analysis, 
findings, conclusions, and the perceptions of the researcher. 
1. Secondary and elementary principals must delegate responsibility 
in order to lessen subordinates' apprehensions concerning problem solving. 
Also, principals must learn to praise subordinates when the organizational 
structure is moving at and beyond an acceptable level of performance and 
interpersonal relationship. 
2. Principals should work toward being more open with their 
subordinates, A principal should be aware that his leadership style as 
perceived by his subordinates is more important than how he perceives his 
own leadership style. 
3. A pilot program could be established in which principals 
would identify the leadership perceptions subordinates held of them and use 
the data to plan and facilitate school operations. 
4. Administrators should develop procedures to continually monitor 
and evaluate their effectiveness as perceived by their subordinates. 
Implications 
The findings of this study are useful for the school administrator 
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in helping him to determine the effectiveness or ineffectiveness of his 
leadership style. 
Since principals tend to rate themselves more effective than their 
subordinates perceive their effectiveness, it would appear that principals 
should develop procedures to continually monitor and evaluate their effective¬ 
ness as perceived by their subordinates. Administrators must become mure 
realistic in their self-evaluation and seek input from those for whom they 
are providing leadership. 
Principals see themselves as more relationship oriented and their 
subordinates perceive them as more task oriented. This is another valid 
reason why it is of utmost importance to constantly work on the evaluation 
of one's leadership effectiveness. 
If it is true that subordinates perceive the relationship style of 
leadership as more effective than task related leadership, then principals 
should also work on developing a more open-style atmosphere where persons 
of varying degrees of abilities perceive themselves as receiving the type 
of leadership reinforcement needed for their level of maturity. 
One must also keep in mind that the subordinates are recording per¬ 
ceptions which could be erroneous, whereas the principals were doing a self- 
analysis. Subordinates may not always be sure of what to expect of princi¬ 
pals' behavior, hence the need for better cornnunications. 
Another factor to be considered is that elementary principals were 
rated by only one person, the lead teacher. This one-to-one basis may 
have had more bearing upon the results than the departmental chairpersons 




Correspondence with the DeKalb County 
School System's Officials 
DeKalb County School System 
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BOARD OF EDUCATION MEMBERS 
John S. Fletcher, Jr., Chairman 
George R. Fellows , Vice Chairman 
Frank B. Jernigan 
John I. Ramsey 
John W. Truelove 
David Williamson 
Joe Willingham 
James H. Hinson, Jr., Superintendent 
3770 NORTH DECATUR ROAD, DECATUR, GA. 30032 
Novariber 12, 1979 
Memo to: Mr. Charles Harris 
Fran: Donald G. Schultz 
Reference : Research Project 
We have reviewed your request to administer questionnaires to 
principals and other leadership personnel in twenty-two high 
schools and twenty-two elementary schools. This request is 
approved subject to the following stipulations: 
1. Participation by individual principals and 
other leadership personnel must be optional. 
2. Names of principals and other personnel will 
be kept anonymous in the study. 
THE SCHOOL CANNOT LIVE APART FROM THE COMMUNITY 
APPENDIX 2 
Letter to Principals, Descriptive Data Form for 
Elementary/Secondary Principals, Descriptive Data 
Form for Lead Teacher/Departmental Chairperson/ 
Administrative Assistant, Hersey and Blanchard's 
LEAD-Self Instrument for Elementary and Secondary 
Principals, and Hersey and Blanchard's LEAD^-Other 
Instrument for Lead Teachers, Departmental Chair¬ 
persons, or Administrative Assistants, 
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CHARLES E. HARRIS 
PRIN CIPAL 
JAMES H. HINSON. JR. 
SUPERINTENDENT 
DeKalb County School System 
SHAMROCK HIGH SCHOOL 
3100 MOUNT OLIVE DRIVE 
DECATUR, GEORGIA 30033 
November 27, 1980 
Dear Fellow Principal: 
I want to thank you for taking a few minutes from your 
busy schedule to help me in completing a research project which 
has been approved for my dissertation. This research project 
has been approved by Dr. Don Schultz, Assessment Office, DeKalb 
County School System. 
Following is a list of procedures to be followed in 
completing the questionnaires: 
1. The LEAD-Self Instruments are to be 
completed by the elementary and high 
school principals. 
2. The LEAD-Other Instruments are to be 
completed by the department chairmen 
in the high schools. If there are more 
than ten department chairmen, please 
use your discretion as to which depart¬ 
ment chairmen are to complété the 
questionnaires. 
3. The LEAD-Other Instruments are to be 
completed by the lead teachers or 
administrative assistants in the ele¬ 
mentary schools. 
4. A descriptive data form which is to 
be completed is attached to each 
questionnaire. 
Please do not write names on any of the instruments as persons 
and schools will not be identified. The information gathered will be 
analyzed on the system as a whole. This is strictly voluntary. 
"THE SCHOOL CANNOT LIVE APART FROM THE COMMUNITY" 
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-2- 
Please express ray appreciation to those on your faculty who 
will be taking part in this endeavor. Hopefully, these questionnaires 
can be completed and placed in the self-addressed stanped envelopes 
and returned to me by December 20, 1979. Thank you. 
Sincerely, 




DESCRIPTIVE DATA FORM 
Element ary/Secondary Principals 
Please CIRCLE the appropriate answers that best represent 
you. 
1. Present Position: 
1. Elementary Principal 
2. Secondary Principal 


















4. Ph.D. or Ed.D. 
6. Age: 





6. Over 60 
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DESCRIPTIVE DATA FORM 
Lead Teacher/Departmental Chairperson/ 
Administrative Assistant 
Please CIRCLE the appropriate answers that best represent you. 
1. Present Position: 
1. Lead Teacher 
2. Departmental Chairperson 
3. Administrative Assistant 


















4. Ph.D. or Ed.D. 
6. Age: 





6. Over 60 
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Directions: 
Assume YOU are involved in each of the 
following twelve situations. Each situation has 
four alternative actions you might initiate. READ 
each item carefully. THINK about what YOU 
would do in each circumstance. Then CIRCLE 
the letter of the alternative action choice which 
you think would most closely describe YOUR 
behavior in the situation presented. Circle only 
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Leader Effectiveness & Adaptability Description 
SITUATION 
Your subordinates are not responding lately to your 
friendly conversation and obvious concern for their 
welfare. Their performance is declining rapidly. 
SITUATION 
The observable performance of your group is in- 
2 creasing. You have been making sure that all mem¬ 
bers were aware of their responsibilities and ex¬ 
pected standards of performance. 
ALTERNATIVE ACTIONS 
A. Emphasize the use of uniform procedures and the 
necessity for task accomplishment. 
B. Make yourself available for discussion but don’t 
push your involvement. 
C. Talk with subordinates and then set goals. 
D. Intentionally do not intervene. 
ALTERNATIVE ACTIONS 
A. Engage in friendly interaction, but continue to 
make sure that all members are aware of their 
responsibilities and expected standards of per¬ 
formance. 
B. Take no definite action. 
C. Do what you can to make the group feel impor¬ 
tant and involved. 
D. Emphasize the importance of deadlines and tasks. 
SITUATION 
Members of your group are unable to solve a prob¬ 
lem themselves. You have normally left them alone. 
Group performance and interpersonal relations have 
been good. 
ALTERNATIVE ACTIONS 
A. Work with the group and together engage in 
problem-solving. 
B. Let the group work it out. 
C. Act quickly and firmly to correct and redirect. 
D. Encourage group to work on problem and be 
supportive of their efforts. 
SITUATION 
You are considering a change. Your subordinates 
have a fine record of accomplishment. They respect 
the need for change. 
SITUATION 
The performance of your group has been dropping 
, during the last few months. Members have been 
L unconcerned with meeting objectives. Redefining 
roles and responsibilities has helped in the past. They 
have continually needed reminding to have their 
tasks done on time. 
ALTERNATIVE ACTIONS 
A. Allow group involvement in developing the 
change, but don’t be too directive. 
B. Announce changes and then implement with close 
supervision. 
C. Allow group to formulate its own direction. 
D. Incorporate group recommendations, but you di¬ 
rect the change. 
ALTERNATIVE ACTIONS 
A. Allow group to formulate its own direction. 
B. Incorporate group recommendations, but see that 
objectives are met. 
C. Redefine roles and responsibilities and supervise 
carefully. 
D. Allow group involvement in determining roles 
and responsibilities but don’t be too directive. 
SITUATION 
You stepped into an efficiently run organization. 
The previous administrator tightly controlled the 
situation. You want to maintain a productive situa¬ 
tion, but would like to begin humanizing the 
environment. 
ALTERNATIVE ACTIONS 
A. Do what you can to make group feel important 
and involved. 
B. Emphasize the importance of deadlines and tasks. 
C. Intentionally do not intervene. 
D. Get group involved in decision-making, but see 
that objectives are met. 
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SITUATION 
You are considering changing to a structure that will 
be new to your group. Members of the group have 
made suggestions about needed change. Thé group 
has been productive and demonstrated flexibility in 
its operations. 
SITUATION 
Group performance and interpersonal relations are 
good. You feel somewhat unsure about your lack of 
direction of the group. 
ALTERNATIVE ACTIONS 
A. Define the change and supervise carefully. 
B. Participate with the group in developing the 
change but allow members to organize the im¬ 
plementation. 
C. Be willing to make changes as recommended, but 
maintain control of implementation. 
D. Avoid confrontation; leave things alone. 
ALTERNATIVE ACTIONS 
A. Leave the group alone. 
B. Discuss the situation with the group and then you 
initiate necessary changes. 
C. Take steps to direct subordinates toward working 
in a well-defined manner. 
D. Be supportive in discussing the situation with the 
group but not too directive. 
SITUATION 
Your superior has appointed you to head a task force 
that is far overdue in making requested recommen¬ 
dations for change. The group is not clear on its 
goals. Attendance at sessions has been poori Their 
meetings have turned into social gatherings. Poten¬ 
tially they have the talent necessary to help. 
ALTERNATIVE ACTIONS 
A. Let the group work out its problems. 
B. Incorporate group recommendations, but see that 
objectives are met. 
C. Redefine goals and supervise carefully. 
D. Allow group involvement in setting goals, but 
don’t push. 
SITUATION 
10 Your subordinates, usually able to take responsibil¬ ity, are not responding to your recent redefining of 
standards: 
ALTERNATIVE ACTIONS 
A. Allow group involvement in redefining stand¬ 
ards, but don’t take control. 
B. Redefine standards and supervise carefully. 
C. Avoid confrontation by not applying pressure; 
leave situation alone. 
D. Incorporate group recommendations, but see that 
new standards are met. 
SITUATION 
You have been promoted to a new position. The 
previous supervisor was uninvolved in the affairs of 
the group. The group has adequately handled its 
tasks and direction. Group inter-relations are good. 
ALTERNATIVE ACTIONS 
A. Take steps to direct subordinates toward working 
in a well-defined manner. 
B. Involve subordinates in decision-making and rein¬ 
force good contributions. t 
C. Discuss past performance with group and then 
you examine the need for new practices. 
D. Continue to leave group alone. 
SITUATION 
Recent information indicates some internal difficul¬ 
ties among subordinates. The group has a remark- 
12 able record of accomplishment. Members have^ef- 
fectively maintained long-range goals. They'have 
worked in harmony for the past year. All are well 
qualified for the task. 
ALTERNATIVE ACTIONS 
A. Try out your solution with subordinates and ex¬ 
amine the need for new practices. 
B. Allow group members to work it out themselves. 
C. Act quickly and firmly to correct and redirect. 
D. Participate in problem discussion while providing 
support for subordinates. 
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PERCEPTIONS BY OTHERS (LEADERSHIP STYLE) 
Directions: 
Assume 
(name of leader) 
is involved in each of the following twelve situations. 
Each situation has four alternative actions this leader 
might initiate. READ each item carefully. THINK 
about what this PERSON would do in each 
circumstance. Then CIRCLE the letter of the 
alternative action choice which you think would most 
closely describe the behavior of THIS LEADER in the 
situation presented, based upon your experience with 
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jeader Effectiveness & Adaptability Description 
1 
SITUATION 
Subordinates are not responding lately to this 
leader’s friendly conversation and obvious concern 
for their welfare. Their performance is declining 
rapidly. 
ALTERNATIVE ACTIONS 
This leader would . . . 
A. emphasize the use of uniform procedures and the 
necessity for task accomplishment. 
B. be available for discussion but would not push his 
involvement. 
C. talk with subordinates and then set goals. 
D. intentionally not intervene. 
2 
SITUATION 
The observable performance of this leader’s group is 
increasing. The leader has been making sure that all 
members were aware of their responsibilities and 
expected standards of performance. 
ALTERNATIVE ACTIONS 
This leader would . . . 
A. engage in friendly interaction, but continue to 
make sure all members are aware of their respons¬ 
ibilities and expected standards of performance. 
B. take no definite action. 
C. do what could be done to make the group feel 
important and involved. 
D. emphasize the importance of deadlines and tasks. 
3 
SITUATION 
This leader’s group is unable to solve a problem. The 
leader has normally left the group alone. Group 
performance and interpersonal relations have been 
good. 
ALTERNATIVE ACTIONS 
This leader would . . . 
A. work with the group and together engage in 
problem-solving. 
B. let the group work it out. 
C. act quickly and firmly to correct and redirect. 
D. encourage group to work on problem and be 
supportive of their efforts. 
4 
SITUATION 
This leader is considering a change. The leader’s 
subordinates have a fine record of accomplishment. 
They respect the need for change. 
ALTERNATIVE ACTIONS 
This leader would . . . 
A. allow group involvement in developing the 
change, but would not be too directive. 
B. announce changes and then implement with close 
supervision. 
C. allow group to formulate its own direction. 




The performance of this leader’s group has been 
dropping during the last few months. Members 
have been unconcerned with meeting objectives. 
Redefining roles and responsibilities has helped in 
the past. They have continually needed reminding to 
have their tasks done on time. 
ALTERNATIVE ACTIONS 
This leader would . . . 
A. allow group to formulate its own direction. 
B. incorporate group recommendations, but see that 
objectives are met. 
C. redefine roles and responsibilities ind supervise 
carefully. 
D. allow group involvement in determining roles and 
responsibilities, but would not be too directive. 
6 
SITUATION 
This leader stepped into an efficiently run organiza¬ 
tion. The previous administrator tightly controlled 
the situation. The leader wants to maintain a pro- ' 
ductive situation, but would like to begin humaniz¬ 
ing the environment. 
ALTERNATIVE ACTIONS 
This leader would . . . 
A. do what could be done to make group feel impor¬ 
tant and involved. 
B. emphasize the importance of deadlines and tasks. 
C. intentionally not intervene. 
D. get group involved in decision-making, but see 
that objectives are met. 




This leader is considering changing to a structure 
that will be new to the group. Members of the group 
have made suggestions about needed change. The 
group has been productive and demonstrated flexi¬ 
bility in its operations. 
ALTERNATIVE ACTIONS 
This leader would . . . 
A. define the change and supervise carefully.. 
B. participate with the group in developing the 
change but allow members to organize the im¬ 
plementation. 
C. be willing to make changes as recommended, but 
maintain control of implementation. 
D. avoid confrontation; leave things alone. 
8 
SITUATION 
Group performance and interpersonal relations are 
good. This leader feels somewhat unsure about his 
lack of direction of the group. 
ALTERNATIVE ACTIONS 
This leader would... 
A. leave the group alone. 
B. discuss the situation with the group and then he 
would initiate necessary changes. 
C. take steps to direct subordinates toward working 
in a well-defined manner. 
D. be supportive in discussing the situation with the 
.. group but not too directive. 
9 
SITUATION 
This leader has been appointed by a superior to head 
a task force that is far overdue in making requested 
recommendations for change. The group is not clear 
on its goals. Attendance at sessions has been poor. 
Their meetings have turned into social gatherings. 
Potentially they have the talent necessary to help. 
ALTERNATIVE ACTIONS 
This leader would . . . 
A. let the group work out its problems. 
B. incorporate group recommendations, but see that 
objectives are met. 
C. redefine goals and supervise carefully. 
D. allow group involvement in setting goals, but 
would not push. 
10 
SITUATION 
Subordinates, usually able to take responsibility, are 
not responding to the leader’s recent redefining of 
standards. 
ALTERNATIVE ACTIONS 
This leader would . . . 
A. allow group involvement in redefining standards, 
but would not take control. 
B. redefine standards and supervise carefully. 
C. avoid confrontation by not applying pressure; 
leave situation alone. 
D. incorporate group recommendations, but see that 
new standards are met. 
11 
SITUATION 
This leader has been promoted to a new position. 
The previous manager was uninvolved in the affairs 
of the group. The group has adequately handled its 
tasks and direction. Group interrelations are good. 
ALTERNATIVE ACTIONS 
This leader would . . . 
A. take steps to direct subordinates toward working 
in a well-defined manner. 
B. involve subordinates in decision-making and rein¬ 
force good contributions. 
C. discuss past performance with group and then 
examine the need for new practices. 
D. continue to leave the group alone. 
12 
SITUATION 
Recent information indicates some internal difficul¬ 
ties among subordinates. The group has a remark¬ 
able record of accomplishment. Members have ef¬ 
fectively maintained long-range goals. They have 
worked in harmony for the past year. All are well 
qualified for the task. 
ALTERNATIVE ACTIONS 
This leader would . . . 
A. try out his solution with subordinates and exam¬ 
ine the need for new practices. 
B. allow group members to work it out themselves. 
C. act quickly and firmly to correct and redirect. 
D. participate in problem discussion while providing 
support for subordinates. 
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